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ABSTRACT
Reestablishing Organizational Stability Through Leading Resilience: Avoiding the Maelstrom of
Personal Distress Caused by an Organizational Disruption
by
Wallace Andrew Huey, Jr.
March 2022
Chair: Dr. Richard Baskerville
Major Academic Unit: Doctorate in Business Administration
The purpose of this paper is to address the increasing need for organizations to find the
point of initiating resilience at a faster pace in a world that is experiencing an increase in the
tempo of disruptions. Leading resilience is proposed as the path to finding the point of resilience.
Leading resilience would be a tool to be pulled from the toolbox and utilized daily. It should not
sit in a box with a label that states, break the seal only in an emergency.
This paper was developed from a grounded theory research study and the study was
informed by strong structuration theory. The grounded theory study promoted the gathering of
significant literature and the collection of data through an intensive interview process. The
interview process was developed with semi-structured questions to promote the free-flowing
responses that provide deep and relevant responses.
The findings established several keys to moving forward. Trust and integrity are critical
needs for leaders and organizations. The desire to find a path to resilience is something that
organizations find at the top of wants. The effort to develop agility and resilience will be a daily
effort. Leaders must learn from the past and develop a plan to improve future behaviors.
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Leading resilience is a day-to-day effort that organizations are willing to embrace; the
generation of agility provides a valid path to resilience. The practice of developing organization
stability is something that leaders will take on, as the disruptions continue to erupt from known
and unknown sources.
This paper provides the background for the new contribution on reaching the initiating
point for resilience; daily leading resilience develops a stronger and agile organization.

Keywords: leadership, resilience, disruption, trust, stability, leading resilience, agility,
ensuring performance, organizational disruptions, organizational resilience
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I

INTRODUCTION

Organizational disruptions have become more ubiquitous across the entire expanse of
entities today. We do not need to look far to see the numerous facets of struggle that swell within
organizations across the globe; disruptions will impact varied industries, disciplines, and
geographical areas of operation. The impacting challenges that face an organization can reveal
any number of fundamental fronts: the business may lose a supplier or a customer, have a
protracted labor issue, could be a delay of new products getting to market. The list of potential
disruptions could fill the pages of this document. Each disruption carries the possibility of an
organizational catastrophe. The impact of introducing a new influencer in the organization can
develop operational breaks and inefficiencies. These can drive periods of organizational
instability. The current state of organizations under the impact of disruptions along with the
increasing frequency of disruptors facing organizations is acknowledged in the literature.
Collectively established by several authors in various pieces of literature, the disruptions
that face organizations can be viewed as an unknown event or a known event, disruptions will
occur, and the frequency is increasing (Gleeson, 2017; Fiksel et al., 2015; Fragouli & Ibidapo,
2015; Seville, 2018). The postulation of increasing disruptions has been authored by many.
Gleeson states explicitly that “disruption and VUCA (volatile, uncertain, complex, ambiguous)
environments are now the norm” (Gleeson, 2017). In the face of a disruption that has consumed
employees, the organization as a whole must attempt to move forward through continued
business performance. During this period of disruption, the backbone of the organizational
structure is struggling with a new intrusion that is relentlessly tearing these employees away
from focusing on the organization’s mission and the day-to-day activities for the organization’s
success.
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A disruption can have a point of origin that provides promising impacts (new product,
innovative technology, new business arrangements) and unacceptable effects (natural disaster,
union strike, pandemic). The employees engaged with the organizations in the throes of
disruption depend on the entity’s foundational strength for their stability; in the eyes of the
employee, the source of the interruption can be irrelevant. In the book The Innovator's Dilemma
(Christensen, 2013), Christensen provides a view of organizations developing market-changing
technology, bringing us ‘disruptive innovation’ as a path to take on additional market share. The
premise is to create a technology that will disrupt the competition and the market space. When
dealing with recent technologies, this disruption can bring favorable results to some in the
market. It is good to know that disruptions can be sourced from an innovation. However, there
are also disruptions from areas that create disaster. This grounded theory research will seek to
understand the extant literature fully in this area and subsequently develop a path to answer the
research question: How does an organization’s leadership enable its members to ensure
continued performance in the face of an organizational disruption? The answer to the question
will establish contributions to theory and practice regarding leading resilience.
I want to clarify this research effort and reveal my potential biases as the researcher; I
will provide full transparency regarding my background and experiences with an overview of my
professional participation relevant to this research topic. I possess over 35 years of organizational
expertise gathered primarily in manufacturing concerns. Throughout my years of growing
experience, I have served in various organizations in the accounting and finance disciplines. In
conjunction with serving in accounting and finance, I began to understand leadership concepts
that can be applied to develop an effective team. I have developed a vision for organizational
success. The organizations where I have worked have covered multiple industries; this includes
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public, privately held, and private equity backed entities. I have worked on both sides of merger
& acquisition transactions, held leadership positions in technology system conversions, and
worked through economic challenges (global, market-specific, and entity-specific). I have
effectively utilized accounting and finance to provide meaningful leadership on my professional
journey even as my understanding, application, and knowledge of leadership principles
continued to develop as an organizational leader.
As organizational disruptions have become more prevalent in organizations today, the
challenges that impact an organization during a disruption can find exposure on two fundamental
fronts: 1) organizational stability and 2) employee/personal stability; in this case, both will
directly impact the other. Employees facing a disruption may fall into insecurity, thus driving the
employee(s) into personal distress. The stress-filled environment enveloping the employees
impedes the entity’s ability to maintain forward-looking and progressive operations successfully.
Leading resilience within the team can create a sense of motivation to traverse the storm and
reestablish organizational stability. Through grounded theory principles informed by strong
structuration theory, this research will seek to develop an innovative course of action for all
organizations, those that are not facing disruption and those entangled in an interruption,
scripting a path for reestablishing organizational stability through leading resilience. The data
gathered for my research consists of an iterative interview process supported by a stream of
periphery literature reviews. The interviews were conducted in a one-on-one semi-structured
format; this openness provided an environment to gather the depth of knowledge that has been
obtained via the experiences of success, failure, and lessons learned.
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I.1

Purpose of the Study
The principal purpose of this study is to provide contributions to theory and practice

through answering the stated research question. Successfully answering the research question
will provide an opportunity for leaders to reflect on previous actions related to facing challenges
and initiate a behavior change as they guide the organization through daily tasks. Some leaders
may see minor changes to the manner by which they guide their organizations, and other leaders
may need to take a more significant swing to address ongoing issues within personal leadership
style, behaviors, or even leadership training. Leaders need to assess their continuing and lasting
effectiveness for the organization. This is an even greater need when the organization is under
the influence and impact of outside challenges. The conclusions found in this study can guide the
self-alignment efforts of individual leaders who possess the desire and motivation to improve
performance based on the reflection of past events and behaviors. Figure 1 provides a framework
for the examination of activities and behaviors.

Figure 1: Past & Future Leadership Behavior (T. Maurer, 2015)
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Figure 1 was developed by Dr. Todd Maurer of Georgia State University, Robinson
College of Business; Past & Future Leadership Behavior Influenced by Challenging Experiences
& Controllable Influences (© T. Maurer) (T. Maurer, 2015). Dr. Maurer’s model provides
practitioners the opportunity to visualize the path for behavior modification when a leader
chooses to reflect on past activities and outcomes, subsequently taking the chance to modify the
behavior patterns for the future. Leadership behavior that is adjusted based on a reflective
activity can drive improved agility in the organization. The research could provide additional
information to include as a leader reflects on behavior and the impact of past challenges. This
research study will support leadership moving toward developing an internal structure and
culture that supports the employees and organization daily and simultaneously prepares the
organization for the potential of facing a disruption. A leader’s modification of behavior needs to
begin with a clear understanding of his or her personal capabilities. Figure 1 offers a frame for
the process to identify required behavioral changes.
I.2

Importance of Study
I.2.1

Topic Significance and Topic Audience

Topic Significance. The journey to smooth operating waters begins with leading
resilience in the organization. Resilience resides within each employee and collectively in
organizations. During times of disruption, the leadership must find a way to cultivate and deploy
the individual and collective strength that indwells the organization. This work will bring
significant consequences to the organization’s leadership.
Organizational disruptions emerge from various beginnings; some disruptions arrive
through organizational improvements, while others will arrive via a disaster-related event. There
is a reasonable expectation that an organization will traverse different disturbances and
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interruptions through the course of regular business. Today’s challenge facing organizations is
more significant than we have experienced in the last several decades, increasing frequency
throughout the previous decade. During the first decade of the twenty-first century, organizations
have faced traditional difficulties. In addition to conventional business disturbances, spikes have
created a disruption within organizations, including the 2001 terrorist attack. The Bureau of
Transportation Statistics reported that U.S. airline employees were reduced by 128,366 (24%)
from 2001 to 2003. The post-September 11, 2001, the following twelve months experienced a
15% reduction in travelers on U.S. airlines (Bureau of Transportation Statistics). After the Great
Recession of 2008–2009, GDP (Gross Domestic Product) dropped 2.5% (Bureau of Economic
Analysis); small businesses had closed at a rate of 5% by the end of 2009, leading to a $1T
reduction in annual payroll (United States Census Bureau). These two extraordinary events
disrupted organizations, resulting in employee reductions and business closures. The second
decade of the twenty-first century brought a significant increase in disturbance prospects. In
2017 alone, hurricanes killed 3,394 people and created >$295B in damage (National Oceanic and
Atmospheric Administration (NOAA)). In 2020, natural disasters continued at a greater rate.
There were thirty named storms, thirteen hurricanes, and six major hurricanes. These figures are
twice the frequency average from 1981 to 2010. NOAA measures the impact of billion-dollar
disasters that impact the United States.
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Figure 2: Summary of Statistics on Billion-dollar Natural Disasters
(2020 U.S. billion-dollar weather and climate disasters in historical context | NOAA Climate.gov)

Figure 2 clearly shows the increased impact of natural disasters in 2020. These storms
create organizational disruption during storm preparation, during a storm, and during post-storm
cleanup. In addition, the increased storm activity in 2020 occurred amid a global pandemic. In
2020 GDP growth was minus 3.5%, the previous 10-year average (including the great recession)
was plus 2.6% (Bureau of Economic Analysis). Organizations faced unprecedented disruptions
during 2020. Leading resilience is not a cliché; it is a real-life path to reestablishing
organizational stability. This research is of critical importance to organizations, and the
establishment of a relationship with leading and resilience can provide a course in overcoming
disruptive events.
Topic Audience. The audience of this research will be 1) academician/researchers and 2)
practitioners/business leaders. Both audience members will benefit from advancements in
leadership theory and practice that can be directly applied to their respective environments and
the related issues. The practitioner/business leader will find a new set of actions that will
effectively shorten the path to resilience and performance stability within the concern engaged in
a disruption. The academician/researcher will benefit from ongoing research to establish novel
7

approaches to resilience as the sources of organizational and personal disturbance fluctuate and
as corporate environments change and grow. In the existing world environment, we see that
organizations and individuals face varied challenges and new troubles from difficulties old and
new.
I.2.2

Topic Importance to Theory

The importance of leading resilience toward the enrichment of theory is the additional
breadth of understanding in organizational stability and leading resilience that will be developed
and extended through the academic arena. This enhanced theory will provide salient topics for
leadership development in the traditional classroom and the post-academic professional
development arena. The research for leading resilience will structure the relationship between
leading and resilience and build on the current understanding. Stephen Stumpf states:
“Leadership is not like breathing—if you don’t focus your efforts and work at it, you won't be an
effective leader” (Doh, 2003, p. 57). Leading resilience is not simply a catchphrase; it is a reallife journey to reestablish organizational performance through strength when facing a disruption.
Leading is an ongoing process for resilient teams defining excellence (Gleeson, 2017). As
disruptions continue to occur in our world actively, leaders will vigorously seek opportunities to
gain experience and improve the leadership teams in the specific organizations. The theoretical
advancement will provide the sought-after chance for practitioners to study and develop under
the guidance of academicians. Progressing with leading resilience in theory and academia will
enhance and enrich the scholarship process for years to come.
I.2.3

Topic Importance to Practice

This research is significant because it will bring a clear and compelling path for initiating
resilience and reestablishing organizational stability. This path is essential while the organization
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remains on normalcy’s calm, smooth waters. This path becomes crucial when an organization is
embroiled in a disruption that will destroy the organization from within. The employee(s)
experiencing personal distress can spread fear in the organization that leads to complete
organizational paralysis. Dahl recognizes that company performance is not sustainable at the
appropriate levels when employees are stressed or distressed. Organizational disruptions create
an opportunity to erode reliability and accountability, resulting in destabilization. During this
period of organizational destabilization, there is a significantly increased risk of missed
opportunities (Dahl, 2011).
I.3

Definitions

Leadership
Leadership possesses a deep breadth and retains an existence in both theory and practice.
Leadership theory is established and presented in the climes of academia and professional
learning. Leadership as a theory is a fully established area of study for academicians and
researchers. In 2003 Jonathan Doh led a panel discussion on leadership being taught.
“Leadership research has blossomed: It is now a primary focus of great bodies of scholarly and
practitioner research and the domain of more than a dozen journals” (Doh, 2003). It is
acknowledged in Doh (2003) that thirty-two of the top fifty business schools (64%) offer courses
specific to leadership. I believe leadership theory is a point for beginning the journey as a leader
and also a point to refresh and replenish active and experienced leaders through ongoing
development. Leadership in practice is the function of guiding and developing an organization
and its members through day-to-day activities to the accomplishment of established targets and
business plans. The practice of leadership is the engagement of the agents and structure of an
organization.
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Through the years, leadership has been identified and defined in several ways with a
specific focus on individual competence, organizational capabilities, military effectiveness, and
environmental sustainability, to mention a few areas defined.
We will proceed with the following definition of leadership for this research; “Leadership
is the capacity to translate vision to reality. (Bennis, 2001)” and “Leadership is influence
(Maxwell, 2007).”
Leadership will be a key to an organization’s ability to find resilience in an organized and
swift manner once faced with disruption. The ability to translate a vision and influence members
will be an essential component in this research.
Agility
Through this research process the term agility has risen to a level of recognized
significance. In order to reach resilience an organization will need to engage an agility within the
organizational structure; being able to have a flexibility during disruptions will support a team in
quickly responding and being adaptable to disruptions.
An agile organization will carry certain attributes that specifically support the
organizations agility: ability to react, adaptability, flexibility, and competitiveness (Rzepka &
Bojar, 2020). Going forward, I will embrace the definition for agility as the ability to react
quickly and adapt to new conditions and changes from known and unknown origins.
Resilience
Resilience is a term that has experienced significant growth in importance during the last
24 months. Resilience does not lack literature that seeks to offer a definition. Much can impact
the body of the meaning when reviewing any word. Britt et al. (2016) has acknowledged the
recognition of at least 104 definitions of resilience in researched business literature. This
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growing interest in resilience research has a key driver, the COVID-19 pandemic. This pandemic
has created interest in most organizations; the claim has not been restricted to specific industries
or geographic regions.
I will utilize the following definition of resilience for this research; the agility to adapt to
unexpected challenges that face an organization and the capacity to seize opportunities out of
disruptive adversity (Seville, 2018).
Disruption
The dynamic of a disruption hitting an organization can be traced from many avenues. As
we review the literature, the idea that all troubles and interruptions are only initiated out of
disaster will be considered inaccurate. There are various occasions when an organization can
face an event that creates the stop in place disruption. Researchers and theorists have studied the
phenomenon of disruption for years (J. S. Gans, 2016).
The definition of disruption for this research; “What a firm faces when the choices that
once drove a firm’s success now become those that destroy its future (J. Gans, 2016).” This
definition is taken from “The Disruption Dilemma” (J. Gans, 2016).
Strong Structuration Theory
Strong structuration Theory will be addressed in two parts: 1) we will view structuration
theory as authored and presented by Anthony Giddens, and 2) we will view strong structuration
theory, the enhanced application of structuration theory that Rob Stones presented in 2005.
Structuration Theory is the ability of an employee to find strength in the organization, which is
strengthened by the employee (Giddens, 1984). Giddens reveals the duality of structure from an
abstract/high-level position; Rob Stones further develops a view of structuration theory with a
high-level/abstract view (ontology-in-general) and a view that is based remarkably close to the
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source/activity (ontology-in-situ); this provides an additional and more precise view of the
structure and agent; this is the development of strong structuration theory.
For this research, I will proceed with the following definition of strong structuration;
strong structuration theory involves phenomenology, hermeneutics, and practices of the structure
and the agents; the focus is on both (Stones, 2005). Strong structuration theory provides
knowledge from the actors in the organization and the context of the organization.
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II

LITERATURE REVIEW

The initiation of my study began with the development of the literature streams that
would clearly outline the problem area of organizations facing disruptions and provide framing
for ensuring organizational performance during the interruption. Table 1 reflects a series of
pertinent words beyond the stated keywords identified for this research; the list can be expanded
or narrowed by filtering individual organization demands and uniqueness regarding specific
market environments, industries, cultures, and local or global challenges. Table 1 begins to
reflect the depth of this study, in addition to the expectations for future research opportunities.
The keyword list employed was narrowed for this research, and I have concentrated the literature
research on the following keywords: leadership, resilience, and disruption. These three keywords
will encompass a relevant scope of literature for the terms in Table 1. Moreover, these three
keywords provide the significant depth required for this research.
Table 1: Pertinent Words for Research
leadership

resilience

disruption

trust

stability

leading resilience

ensuring performance

agility

organizational disruptions

organizational resilience

leadership values

leadership trust

organizational trust

leadership development

organizational stability

resilient activities

organizational foundation

daily resilience

For this research, I have examined four streams of literature. The four streams include the
keywords 1) leadership, 2) resilience, 3) disruption, and I also incorporated 4) strong
structuration theory, which is not identified in Table 1. Strong Structuration Theory (SST) is
included as it has been employed to inform my research, and SST will provide specific framing
for leading resilience in an organization. The four identified streams of literature will clearly
13

establish the problem area that organizations endure when facing disruptions. The literature will
also provide a framework for organizational evaluation(s) to address this problem area. The
search for extant literature was executed via three main paths: 1) the primary path was through
the Georgia State University Library specifically using ABI/INFORM, 2) the secondary path was
through Google Scholar to incorporate potential practitioner journals that could provide salient
points for review and inclusion, 3) the tertiary path was a bibliographic review of references
included in literature found via path one and path two; this was a search for additional depth in
the research streams.
Table 2 reflects a list of literature used in the literature review. Table 2 does not
constitute an all-inclusive list of literature researched and included in this research study; it
provides a view of critical pieces. The literature list provides the more seminal literature to
establish my assertion for leading resilience. Table 2 includes literature sourced from peerreviewed academic journals, practitioner journals, and highly cited books to provide depth for
theory and practice. There is plenty of literature providing background depth in each of the
individual streams of literature. While the literature will reflect some cross-over between specific
streams, the streams will be individually reviewed. For example, Gleeson’s (2017), “How
Leaders Build the Resilient Organizations of Tomorrow” speaks to the need to create a forwardlooking leadership team that is restructured to be effective at multiple layers within the
organization. Gleeson (2017) leads readers to the point of being eager to take the next step and
make necessary changes within the organization. There remains a gap in understanding what
must be done and how to address the issues at hand. Gleeson (2017) wonderfully prepares and
motivates. I will bring together volumes of literature and incredibly insightful concepts from
authors to outline the problem area of organizations facing disruption clearly. I will provide

14

framing for theoretical development and practitioner application in ensuring organizational
performance during a disruption.
Table 2: Literature Review—Excerpts

Leadership
Leading In Unnerving
Times
(Bennis, 2001)
The Overlooked Key to
Leading Through
Chaos
(Ancona, et al., 2020)
Leadership Behaviors
and Subordinate
Resilience
(Harland et al., 2005)
How Leaders Build the
Resilient Organizations
of Tomorrow
(Gleeson, 2017)
COVID-19’s
Uncomfortable
Revelations
(Worley & Jules, 2020)

Leading Transitions in
Traumatically
Experienced Change
(De Klerk, 2019)

Resilience
Challenges for
Organizational
Resilience
(Burnard & Bhamra,
2019)
Resilience
(Folke, 2016)
Organizational Change
and Employee Stress
(Dahl, 2011)

Resilient Organizations
(Seville, 2016)
Achieving Resilience
through Agility
(Baskerville & PriesHeje, 2021)
Building Resilience:
How to have a positive
impact at the
organizational and
employee level
(Seville, 2018)

Disruption

Strong
Structuration
Theory

Keep Calm and
Manage Disruption
(Gans, 2016)

The Constitution of
Society
(Giddens, 1984)

The Innovator's
Dilemma
(Christensen, 2013)

Structuration Theory
(Stones, 2005)

A Supply Chain View
of the Resilient
Enterprise
(Sheffi & Rice Jr,
2005)

Management and
Organization Theory
(Miles, 2012)

Preparing for
Disruptions Through
Early Detection
(Sheffi, 2015)

Extreme Events,
Organizations and the
Politics of Strategic
Decision Making
(Wilson et al., 2010)

The Disruption
Dilemma - Unplugged
(Azzam, 2019)

Developments Toward
the Operationalization
of Structuration Theory
(Edwards, 2006)

An Integrated
Response Model for
Business Disruption
(Wilson & Klockner,
2019)

Introducing Strong
Structuration Theory for
Informing Qualitative
Case Studies in
Organization,
Management, and
Accounting Research
(Jack & Kholeif, 2007)

A critical effort of gathering the literature was to produce a literature review that would
provide a rigorous and desired level of relevance with academicians and practitioners in the
world today. A significant component of the steering process for gathering and reducing good
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literature was to align relevant dates. The current literature review list includes seventy pieces of
literature across the four streams of research; this data is analyzed and outlined in Appendix A.
The summary of the Appendix A analysis reveals that 26% of the literature has a publication date
of 2019 and beyond, and only 3% of the literature has a publication date before the year 2000.
The analysis of literature publication dates resulted in a median of 2015 and a mode of 2019. The
literature streams will deliver current and relevant background data for this research.
II.1 Leadership
The turbulence that faces the current organizations is calling for guidance, and there is no
shortage of source material. Leadership has been the focal point of significant research through
the identified peer-reviewed journals. In total, the leadership literature is compiled with literature
that has 31% of the population published from 2019 and beyond. Table 2 identifies several key
authors that will be utilized through the leadership literature.
I want to revisit the Volatile, Uncertain, Complex, and Ambiguous (VUCA) acronym,
which the United States Army war college coined. The VUCA environment describes the
dynamic nature of the world that leaders must guide organizations through today (Ramakrishnan,
2021). Leading an organization through an expected or standard journey is a demanding and
critical practice. More than knowledge, leaders need character. Values and ethics are vitally
important (Doh, 2003). Some people depend on the leader’s abilities to plan and have an
enduring vision of what is ahead, the known and the unknown. Leadership roles are demanding
when all is well; there must be more to the functioning leadership capacity than surface polish,
grit, determination, and company tenure. Trust is a core leadership value that several authors
identify. Trust of the leader and the leadership team throughout an organization is the foundation
for sustainably effective communications, collaborative innovation, and ongoing understanding
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between members of an organization; trust establishes the boundaries for organizational success
(Bennis & Nanus, 1985; DeKlerk, 2019; Ettore, 2020; Tzu, 2021). A leader’s values are
developed and sustained from trust and the trust relationship. It has been clearly articulated what
the position of trust holds in an organization, “the capacity to generate and sustain trust is the
central ingredient in leadership” (Bennis & Nanus, 1985). This same stream is brought to our
attention in Trust-Based Leadership™, a concept for winning. Boiling down how the Marine
Corps functions to just one word will get us to “trust”; if the Marine Corps used four words, we
might see “trust,” “delegate,” “execute,” and “win” (Ettore, 2020). There is a distinct application
resemblance between (Bennis & Nanus, 1985; Ettore, 2020), both are supporting the guiding
principle that trust is a lubricant for successful organizations (Palmer, 2020).
Two authors (DeKlerk, 2019; Mathys, 2004) have further developed the discussion of
leadership values with views that provide a visual development of leadership within an
organization and the efforts of addressing the needs of the employees and organizational
members. Mathys (2004) articulated an interview/ discussion with Kevin Dunn. Kevin Dunn is
the Founder and President of Dunn Enterprises, where he collaborates with leaders to clarify and
make actionable the future they envision for their organizations. Kevin Dunn also spent a portion
of his career with McDonald’s, where he worked from a position of a crew member to the
position of President of the Great Lakes Division for McDonald’s (Mathys, 2004). During the
interview, Mathys asked if there were any common characteristics he had found in great leaders;
Kevin Dunn provided the acronym “CHOPS” outlining a series of leadership values. The
acronym “CHOPS”: Communications, Honesty, Organization, Persistence, and Selflessness. The
use of this acronym assists in passing the principles to others on the team. The acronym CHOPS
also has direct and complete alignment with his leadership philosophy; “putting people first”
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(Mathys, 2004). The use of an acronym, in this case, supports the straightforward process of
open communications. Leadership values that remain uncommunicated or cryptic will broaden a
chasm between leaders and organization members.
DeKlerk (2019) presents us with “being-centered leadership” as a leadership model that
promotes sensemaking amongst the organization and facilitates the employee journey. Beingcentered leadership is Authentic leadership (AL), Emotional intelligence (EI), Transformational
leadership (TL), and Servant leadership (SL). The central space where AL, EI, TL, and SL have
a convergence will provide an environment of organizational support, which will aid in a
leader’s ability to be fully present in the moment. Figure 3 offers a depiction of being-centered
leadership. There is no need to be a hero for all people; the leader must allow the organization to
succeed. This organizational success will foster a journey energized by the whole organization,
not the one leader.

Figure 3: Being-Centered Leadership (Adapted from DeKlerk, 2019)

Common threads are weaving through the two different depictions of leadership
presented by Mathys (2004) and DeKlerk (2019): Figure 4 CHOPS and Being-centered
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leadership. These two examples provide clear introductions to the areas of focus for leaders.
Developing integrity; putting people first; setting the tone; seek risks, not credit; humility will
build strength and endurance in organizations.

Figure 4: Being-Centered Leadership and CHOPS (Adapted from DeKlerk, 2019 and Mathys,
2004)
Dahl (2011) and De Klerk (2019) address the negative impact on employees that is driven
by organizational change and disruption. There is an established need for the phenomenon of
negative impact to be challenged for mitigation and the resulting constructive effects. Dahl
(2011) recognizes that employees’ stress will erode an organization’s reliability. This erosion of
an organization’s reliability will subsequently lead to additional employee frustration and
confusion (Dahl, 2011). De Klerk suggests that organizational leaders should understand the
employees through being-centered leadership. Being-centered leadership draws the leaders closer
to listening and understanding employees and team members. Being-centered is not a sign of
weakness; this adds leadership strength (DeKlerk, 2019). Leaders who understand how to create
a culture of excellence in motion, responding to the organization’s changes, will be better
positioned to lead during a disruption.
Moreover, the organization is more likely to be prepared for disruptive activities that look
to slow the company’s progress. Being-centered leaders and leaders creating a culture of
excellence can hear the concerns inside the organization. This culture of openness provides an
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environment where the leaders are followed, and employees will listen for the guiding words to
lead them through the trauma that has impacted the business. The entity’s efforts and
performance will be strengthened and focused on the leader’s direction.
Today, leaders must face the known and unknown challenges in a culture that have
changed from when many textbooks and leadership theories were established. The leaders must
isolate and extract the leadership jewels from the approaches in place. There is great significance
in the knowledge we have available to us learning. The challenge for leaders is to apply the
theories in practice where the organizational culture has new demands. Table 3 represents
information presented by John Kotter (2012), Leading Change. Leaders today must be capable of
effective leadership under multiple sets of expectations. Leaders may survive with a modest level
(3%–5%) of incremental growth. The mindset of minimal growth creates a challenge for leading
needed transformations and change. This same archaic mindset can impede an organization’s
ability to prepare for interruptions, and it will undoubtedly create paralysis when a disruption
occurs. While leaders must protect the entity, leaders face challenges that are ever-changing.
Leaders must develop leaders within the organization. The ability to rally will be significantly
enhanced and expedited through the support that goes into the organization deeper than one
individual. Fortenberry & Murray (2016) provide a favorable outlook regarding the twenty-first
century culture; this culture can provide a place for success. Transformational leaders will find
the twenty-first century culture very promising; the culture will promote evaluation of innovative
ideas and the harvesting of ideas from others in the organization. Successful leaders do not live
in isolation. These leaders prepare for a successful future (Fortinberry & Murray, 2016).
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Table 3: Organizations Compared: 20th and 21st Century (Adapted from Kotter, 2012)
20th Century
Culture
Inwardly focused

21st Century
Culture
Externally oriented

Centralized

Empowering

Slow to make decisions

Quick to make decisions

Political

Open and candid

Risk-averse

More risk-tolerant

Table 3 provides an exciting and valuable view of some of the changes leaders must face
regarding the culture within the organization’s walls. Changes from external origins create what
can result in a crisis if the organization has been unable to develop an environment that processes
change. When engaged in crisis management, decisive leadership must be in place in an
organization. The basics of solid leadership are well documented. Fragouli & Ibidapo (2015)
incorporated the same qualities in a crisis leadership model that are found in CHOPS (Mathys,
2004) and Being-centered leadership (DeKlerk, 2019).
Leaders are lifelong learners (Kotter, 2012). Once again, streams are flowing amongst the
literature to promote the depth of importance on the vital characteristics of a leader. Table 4
outlines the mental habits that support lifelong learning as provided by John Kotter (Kotter,
2012).
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Table 4: Mental Habits that Support Lifelong Learning (Kotter, 2012)
Risk-taking: Willingness to push oneself out of comfort zones
Humble self-reflection: Honest assessment of successes and failures,
especially the latter
Solicitation of opinions: Aggressive collection of information and ideas
from others
Careful listening: Propensity to listen to others
Openness to new ideas: Willingness to view life with an open mind

Leaders are learners. Can people be taught to be leaders? The questions regarding the
sources of good leaders continue to be a discussion point. Is leadership a skill or a trait? Is
leadership teachable? Doh (2003) takes the lead to help provide an improved understanding that
the management schools can teach leadership methods. However, leadership requires a personal
commitment on the part of the learner. It is unlikely that educators can create the internal
obligation and charisma needed in each professional (Doh, 2003). Throughout my career, I have
collaborated with professionals that were placed in leadership roles through success in practice
and a reputation of doing a technical job well. There is not always a connection between
technical, management, and leadership capabilities. These specific categories of personnel moves
have been risky for the organization. Promoting a skilled professional based on successes and
structured promotions is appropriate to provide a vision of career growth for the technically
gifted. However, the promotions to leadership roles should be based on specific qualifications,
not simply technical skills or specific role success. This promotion to a position of greater
responsibility must include a job transition plan and a professional development schedule. The
promotion process leads to leaders transitioning from the contributor role. Maurer & London
(2018) identify this role shift’s potential pitfalls. For the promoted contributor to succeed, he or
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she must jettison the old habits so that there is the capacity to embrace the new challenges of
leading. Short of this, complete removal from the former role could create a leader that retreats to
the old contributor activities when times are tough (T. J. Maurer & London, 2018). When an
organization faces a disruption, the leaders must embrace the tasks of leading. Abandoning the
responsibility will certainly be a costly path of organizational dysfunctionality.
Employees may have a level of resilience attributable to the leader’s quality. (Harland,
Harrison, Jones, & Reiter-Palmon, 2005). The leaders must bear in mind the responsibility of
influencing and guiding the organization’s individual members. The leaders need to utilize the
skills broadly and not compartmentalize these skills. Leaders will actively listen and proceed
through a series of boardroom decisions through collaborative discussions and information
gathering. The described process of sensemaking may only apply to boardroom decisions. The
use of sensemaking with all levels of the organization can be a promoter of goodwill in an
organization (Ancona, Williams, & Gerlach, 2020). Brilliant leadership is memorable. Is it
unique for the right reason? There are times that challenges, and interruptions impact the
organization and create the need for agility. What really occurred when there was a remarkable
business recovery for the organization after an interruption? Was the recovery a brilliant
improvisation or a repeatable capability (Worley & Jules, 2020)? Being agile by design is an
effective tool in the leadership toolbox. However, the ongoing unpredictability of not knowing
how to avoid disruptions adds additional uncertainty within the company. A leader can promote
organizational and individual learning through the tolerance of failure. The leader can become
engaged in the specific area of failure to offer collaboration. This enables committed employees
and a higher level of overall understanding. Failure-tolerant leaders send a clear message to the
organization that failures can be valuable learning opportunities (Farson & Keyes, 2002).
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Resilient organizations will be built with layers of leaders and a strong culture founded
on trust, accountability, and agility (Gleeson, 2017). The VUCA world also requires unusual and
new forms of leadership. Ramakrishnan (2021) reintroduces the idea, and acronym, that leaders
need the following attributes Liberal, Exuberant, Agility, and Partnership (LEAP); LEAP
leaders are in need in a VUCA world. Furthermore, he identifies the statement from Bennis in
2007 that identifies the four major threats to world stability. The threats are: 1) a nuclear/
biological catastrophe, 2) a pandemic, 3) tribalism, and 4) the leadership of human institutions
(Ramakrishnan, 2021). Leaders must possess the competencies to lead at the highest level and be
capable of embracing the available resources for ongoing learning and development. Gleeson
(2017) and Seville (2016) begin the process of recognizing specific components and actions that
are needed for an organization to develop strength through leading resilience. Seville (2016)
presents a series of critical organizational indicators for an entity to evaluate in assessing the
preparedness status toward a level of stability. The resilience indicators have a solid link to the
characteristics outlined for a leader. The resilience indicator pyramid, Appendix B, depicts the
resilience indicators working collectively (Seville, 2018).
The literature on leadership has well documented the needed character traits and skills
required for success in the ever-changing currents of business. Erica Seville has established solid
research and literature on resilience. Figure 5 provides a visual for leaders to see; the counsel is
wise and is stated well, “provide the right leadership for the time” (Seville, 2016). The need for
daily leadership to develop agility within the organization is a high priority in the current VUCA
business world.
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Figure 5: Be A Leader People Want to Follow (Seville, 2016)
II.2 Resilience
“At some time during its life, every organization will face some form of disruptive crisis”
(Seville, 2018). How will an organization deal with the disruptive crisis? Is the organization
prepared to face a disruptive problem? The literature in the area of resilience has been heavily
weighted toward the medical professionals and first responders. This makes sense; when this
group of professionals is called to action, a significant event demands fast and accurate reactions.
The broadening of resilience literature has moved through the area of information technology
systems assets. Organizations are entirely dependent on the information technology
infrastructures that hold the company records (proprietary files and financial data), employee
data, and the levers to success or failure. The application of resilience to company structures has
been increasing, which is a legitimate area of expansion for studying resilience. Seville (2018)
and Ismail, Poolton, & Sharifi (2011) present that resilience must be developed proactively in an
organization and maintained going forward. Resilience is a dynamic capability—establishing
resilience is a process over time, not an overnight project to be accomplished by morning
(Burnard & Bhamra, 2019; Ismail, Poolton, & Sharifi, 2011; Seville, 2018). Defining resilience
is a critical stage in identifying the benefit of resilience within an individual organization. The
definition embraced in this research is the agility to adapt to unexpected challenges that face an
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organization and the capacity to seize opportunities out of disruptive adversity (Seville, 2018).
The factors and drivers that are creating the need for resilience creation are broadly creating a
need for a method and pathway to find resilience.
The literature authors have a consistent theme regarding the origins of events that impact
organizations. These can be: internal organization changes, a chaotic business setting, ethics
violations, and natural disasters to identify a few sources (Dahl, 2011; Ishak & Williams, 2018;
Kantur & Iseri-Say, 2012; Koronis & Ponis, 2012; Lengnick-Hall, Beck, & Lengnick-Hall,
2011). The depth of impact to an organization is not limited to what is listed. These events can
have a protracted effect on the organization. The frequency of disruptive events and the diverse
nature of events are pressing many organizations to develop plans for ensuring operational
performance (Kantur & Iseri-Say, 2012).
Resilient organizations will need to have a strong and grounded leader who has
developed adequate leadership layers within the organization and a culture founded on trust,
accountability, and agility (Gleeson, 2017). The resilience indicators presented in Appendix B
outline the three pillars of organizational resilience. The strength of the organization’s stability
will rely on the power of the three pillars: the company leadership and culture, the professional
networks and relationships in place, and how the organization is poised to be change-ready
(Seville, 2018). The principle of solid leadership culture is the critical component to successful
resilience. The antithesis would be in the event of a toxic leader; this could create disaster
beyond the business interruption and further erode a lousy environment. Toxic leadership is a
disruptor on its own; toxic leadership is a barrier to resilience (Winn & Dykes, 2019) and a
constraint to success.
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Folke (2016) drives home a deeper, more meaningful approach to perseverance, the
concept of resilience thinking. Resilience thinking explores how to navigate the journey (Folke,
2016). What is apparent from the literature is there are numerous ways to see the origination of
resilience, and it must begin with committed and capable leadership. The current literature
resonates with a similar theme regarding stability. Organizational resilience is needed for a
myriad of challenges: internal strife, external crises, employee motivated trauma, and
organizational change. While there is similar thinking surrounding resilience, there is fractured
thinking on developing and implementing an environment of strength to protect the
organization’s stability. Seville points out that organizational resilience is not just about
managing risk exposure. The resilient organization will possess the agility to adapt to the
disruptions and challenges that arise, and they will seize opportunities out of adversity (Seville,
2018).
There is vast anecdotal and empirical information regarding the preparation required to
navigate the journey that Folke outlined for resilient thinking successfully. The preparation
process involves understanding the known challenges and knowing that there will be unexpected
interruptions and deviations from a defined plan. This planning process is so much deeper than
what many believe is the guide to a successful business—the annual business planning process.
There needs to be a clear distinction between strategy, risk, and crisis plan development. Clearly
defining the focus area will develop a path to build interactions amongst the series of efforts.
Fleming advocates a synergistic approach to building organizational resilience (Fleming, 2012).
Organizations must face the extreme changes and trials that confront organizations in the current
world daily. It would be helpful for organizations to have resilience in the corporate toolbox.
Readiness to deploy resilience does not appear to be a standard tool for most organizations. The
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resilience effort has a substantial leaning toward being more reactionary in nature, certainly more
than being in a state of current preparedness.
The time gap between disruption impact and reaction will vary based on the structure and
strength of the organization. The disruption created by the COVID-19 pandemic has exposed a
reality that organizations may not be as prepared as previously believed. In 2020 Worley and
Jules wrote about the revelations companies were experiencing due to the pandemic; the
COVID-19 pandemic created a definite VUCA environment. Agile organizations manage crises
well through the sensing capabilities that they have developed. Based on the reactions of some
well-established entities, organizations, and governments that have this unique capability did not
apply them well or were overwhelmed and did not use them at all (Worley & Jules, 2020). This
pandemic is not the first crisis to expose a structural weakness in organizations and governments.
Hurricane Katrina exposed the lack of preparedness in communities that were heavy with
poverty. I believe that the initiation of resilience at the point of a crisis must be developed
through calm and normal times. Post-crisis initiation and development of a resilience activity or
recovery plan reveals that the leader(s) did not highly regard the most impacted people. This
could be a misrepresentation of the leader. He or she could genuinely care and have great
concern for the community members impacted. It could be that the leader does not understand
the process required to initiate resilience within the organization. The span of time from
disruption and crisis to reaction and the initial resilient act is when the organization will be faced
with a success or failure decision.
Organizational resilience needs critical components for success; it is not an act or process
of randomness. Gleeson (2017) points to fifteen pillars for success that all resilient organizations
are founded on:
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a) A focused sense of urgency.
b) An anything-is-possible mindset.
c) Actively weave accountability into the culture.
d) Delegate leadership responsibility through the team.
e) Don’t waste time on activities that cannot be measured.
f) Exist in a constant state of transformation and reset goals every few years.
g) Stay the course once the vision and mission are well defined; adjust if the data
supports the change.
h) People-first approach.
i) Attract, empower, and retain courageous people.
j) Bounce back from adversity more potent than before.
k) Think and act horizontally.
l) Self-correct quickly and adapt before problems become unmanageable.
m) Lifelong learners.
n) Never allow nor reward mediocrity.
o) Define excellence as the constant pursuit of perfection.
These are fifteen pillars that Gleeson identified; “Resilient organizations last long and navigate
change better than anyone else” (Gleeson, 2017). These pillars have been identified to strengthen
the organization and to develop an environment of trust and clear communication to promote the
effectiveness of organizational resilience. The fifteen pillars that are presented by Gleeson
(2017) have similarities to the leadership characteristics described in ‘Being-centered leadership’
(DeKlerk, 2019) and ‘CHOPS’ (Mathys, 2004).
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Baskerville and Pries-Heje (2021) investigate the standard capabilities found between
agility and resilience. The Gleeson (2017) fifteen pillars are aligned to support the establishment
of an agile organization. The principles that flow through the literature do find common ground
throughout the various streams. Figure 6 is from Baskerville & Pries-Heje (2021). This figure
clearly shows the common attributes found in both agile organizations and resilient
organizations. Agile capabilities within an organization prepare the entity for nimble reactions
when faced with disruptions. The premise that agility and resilience have standard capabilities is
a substantial advancement for building resilient organizations. Observing the common strands: 1)
operational speed & acceleration, 2) scan & anticipate the environment, and 3) flexibility in
tactics & operations provides a vital setting for improving the understanding of agility and
resilience. Baskerville & Pries-Heje acknowledge the need for additional research on resilience
in organizations.

Agile Capabilities
 Quickly change direction
 Customize for customers
 Integrate processes within
and across firms

Agile & Resilience
Common Capabilities
 Operational speed and
acceleration
 Scan and anticipate the
environment
 Flexibility in tactics and
operations

Resilience Capabilities
 Resist and survive
disruption
 Avoid disruptions
 Recover or return to
original form after
disruption

Figure 6: Distinctive & Common Capabilities in Agility & Resilience (from Baskerville &
Pries-Heje, 2021)
The capacity of resilient organizations to thrive and continue operations is further
developed by Lengnick-Hall et al. (2011). Here we begin to see the need for a structure to
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support the resilient organization. An organization’s human resources policies, practices, and
environment are the bedrock of a firm’s capacity to build resilience (Lengnick-Hall et al., 2011).
Lengnick-Hall et al. (2011) create a focus surrounding the development for the capacity of
resilience. This resilience is built through the strategic human resources effort. Hall presents
three key themes: 1) HR policies and practices are the bedrock of a firm’s capacity for resilience,
2) an organization’s capacity for resilience is a multilevel collective attribute emerging from the
capabilities and interactions of individuals in the firm, and 3) resilience is an increasingly
necessary collective competence (Lengnick-Hall et al., 2011). I believe that this must be led from
the top of the organization for accurate and complete effectiveness. Organizations must develop
resilience as a collective competence to face the challenging disruptions that arise from internal
and external sources. Resilience is a capability that can be built; resilience is a capability that can
be introduced to the various levels within the organization. Resilience cannot be bought off the
shelf; it must be ‘baked in’ to the organization’s culture (Seville, 2016). The level of
understanding and acceptance will impact the effectiveness of an organization’s resilience. The
organization’s top leaders must lead the ability to create a swift and effective response to a
disruption. The ability to sustain the actions will be based on the robustness of the organization’s
belief and trust in leadership and the vision that has been adopted. Enterprise resilience has been
defined as the capacity to tolerate disturbances and interruptions, to survive, adapt and grow
while facing a turbulent change (Fiksel, 2006). Organizations must have made structural
preparations to work through tumultuous change as Fiksel (2006) describes resilience.
II.3 Disruption
“Every organization is likely to face a disruptive crisis” (Seville, 2016). Disruptions have
developed into a way of life in our world; it makes sense that we see a similar proliferation in the
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places and companies where we work. There are significant increases in the occurrence rate for
organizational disruptions. This is an established note posited in the literature (Fiksel, Polyviou,
Croxton, & Pettit, 2015; Fragouli & Ibidapo, 2015; Gleeson, 2017; Seville, 2018). Table 5
identifies a sampling of words that are related to disruptions; not all of these are borne of
negative origins. Christensen (2013), The Innovators Dilemma, brings examples of disruptive
technology that improved the world we live in and simultaneously created an interruption to
established technology and ongoing business model, a disruptive impact has occurred
(Christensen, 2013).
Table 5: Disruptions
Natural Disaster
Business expansion

New product/ technology
Pandemic

War
High order-intake volume

Acquiring a competitor
Labor strike

The definition of disruption for this research remained locked in and focused. “What a
firm faces when the choices that once drove a firm’s success now become those that destroy its
future (J. Gans, 2016).” The ideas that Christensen presented have been further developed
through J. Gans (2016), “The Disruption Dilemma”. Through his writing, Gans clearly identifies
how a firm can fail from a good opportunity: 1) there is a new technological opportunity, 2) the
incumbent company can exploit the new technology, 3) failure to act and take progressive steps
with advancing the new technology cannot be recovered (J. Gans, 2016). The impact on an
organization remains an interruption, irrespective of the origin. If a company is not prepared to
maintain steady operations, there will be a stumble. The crisis can involve 1) an instance where
core values are under threat, 2) a period of discontinuity, 3) a period where critical decisions
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must be made, 4) a destabilizing effect on the organization and the team members, 5) an
escalation of issues, errors, or procedures (Ramakrishnan, 2021).
Disruption affects organizations specific to the immediate environment setting and the
organization’s stability. Organizations have been pondering the disruption phenomenon and
subsequent issues for decades. Simply saying the word disruption can cause panic and stress (J.
S. Gans, 2016). The organizational team members facing a crisis must have in place trusting
relationships within the organization. Strong organizations with fluid relationships face the
disruption and create an opportunity for improvement. Employees want to depend on the
organization; employees need the workplace to be a safe and impenetrable environment. When
disruptions impact the business, the organization’s strength, beginning with the leader and the
nurtured culture, will set the pace for resilient activities and an organization’s operational
stability.
Disruptions are constantly lined up to grab at the fiber of an organization. There is a
similar question that several authors pose, “is the company prepared for the disruption?” The
authors do not clearly outline a path to stability through resilience. This group of authors
concentrates on knowing that there will be disruptions and how to prepare (Sheffi, 2007, 2015;
Sheffi & Rice Jr, 2005; Wilson & Klockner, 2019). Sheffi (2015) engages prediction models to
improve the alert time to prepare when possible. The disruptive event may provide some
extended warning period, and it may be instantaneous. The implications of disruption are more
precise and more meaningful once the event has occurred. Now, an exercised level of preawareness can favorably impact the response to this disruption. This awareness supports the
company moving through the stages of disruption, as outlined by Sheffi & Rice (2005). The
stages of disruption: 1) preparation, 2) the disruptive event, 3) first response, 4) initial impact, 5)
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full impact, 6) recovery preparation, 7) recovery, 8) long-term impact (Sheffi & Rice Jr, 2005).
The company will reveal a response based on the severity of the disruption aligned with the
company level of preparedness. A significant value embedded in the disruption literature is that
“every disruption represents a learning opportunity” (Fiksel et al., 2015).
II.4 Strong Structuration Theory
Organizations provide a foundational strength for employees through the company’s
structure. This strength makes the employees stronger, which will make the organization
stronger. A company gains strength from the members within the organization. I believe that in a
business environment, an organization has a composition and shape that can be unique and
specific to the members that make up the unit. The centrality of thought surrounding
structuration theory is regarding individuals being members of social structures—those social
structures support the continued performance of the whole organization. The approach focuses
on the fundamental circularity of social life (Miles, 2012).
Anthony Giddens (1984), The Constitution of Society, builds the theory that emphasizes
a dependence between the organization and the members; structuration theory has this
dependence. Giddens examines the phenomenology, the hermeneutics, and the social practice at
the point where the structure and the agent converge—there can be no separation of these two. A
central proposition of structuration theory is that “the rules and resources drawn upon in the
production and reproduction of social action are at the same time the means of system
reproduction” (the duality of structure) (Giddens, 1984).
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Table 6: The Duality of Structure (Giddens, 1984)
Structure(s)

System(s)

Structuration

Rules and resources
organized as properties
of social systems

Reproduced relations
between actors or
collectives, organized as
regular social practices

Conditions governing the
continuity of structures
and, therefore the
reproduction of social
systems

Table 6 displays information building the duality association that is in place for
structuration theory. Anthony Giddens provided a transparent, macro-level view, including the
relationships between the elements. This duality of structure provided Rob Stones (2005) a
position to further the work developed by Giddens.
Stones did not change structuration theory or create an alternative. Stones has advanced
the theory by strengthening it and providing it as a practical tool for empirical research. Stones
asserts that Giddens operates structuration theory from an ontological-in-general position; this
keeps the study at a macro level, an abstract view. To effectively engage in a structuration study,
hermeneutics will be employed. Stones (2005) promotes the hermeneutical study and asserts that
this level of study will require an ontological-in-general and an ontological-in-situ approach to
support the proper strength of review (Stones, 2005). The ontological-in-situ approach will drive
additional rigor in the review from the issue’s point of view, a private study from the matter of
concern. Stones (2005) has developed a stronger presence for application in using structuration
theory and offers strong structuration theory as more than a philosophical review and as an
advancement of work from Giddens (1984), structuration theory (Jack & Kholeif, 2007).
The quadripartite nature of structuration, also known as the quadripartite cycle, which is
developed and presented in Stones (2005), establishes a frame to clarify and visualize the
activities of the organization and its members. The four elements to the quadripartite cycle are:

35

1) external structures, 2) internal structures, 3) active agency, and 4) outcomes. Figure 7 displays
the quadripartite nature of structuration, also recognized as the quadripartite cycle.

Figure 7: Quadripartite Nature of Structuration (Stones, 2005)
The approach by Stones asserts that there must be an up-close and intimate understanding
of the organization to build the knowledge and experience of social processes and structure that
are in place. The actual value is through deep learning. The elements of strong structuration
theory are displayed in Table 7: 1) external structures, 2) internal structures, 3) active agency/
agent’s practices, and 4) outcomes.
Table 7: Elements of Quadripartite Nature of Structuration (Stones, 2005)
Elements
External Structures
Internal Structures
Active Agency/
Agent’s Practices
Outcomes

Conditions that cause the action
What the agents know, specific knowledge of here & now.
What people do in the local situations
Intended and unintended impact on the structure
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Strong structuration identifies specific elements and addresses these elements in the
quadripartite cycle to visualize the duality with structure (2) and agent (3). The interactivity
(duality) between internal structure and the agent’s practices is the relationship that drives strong
structuration theory. The day-to-day recursive dependency that exists develops the strength
within the organization. The goal of a structuration study is to understand the heart of the issue.
Stones (2005) has been able to apply a greater level of depth in the review to strengthen the
structuration theory from Giddens. Strong structuration theory also brings attention to
epistemology and methodology of the systematic review. This research will embrace the duality
of the structure and the agent as they coexist through recursive day-to-day activities.
II.5 Leading Resilience
The extant literature for leadership and resilience as individual areas of concentration
presents rich material on each particular focus area. As we found in the present literature, the
depth of usable knowledge is outstanding, and it provides an unobstructed vision for these
specific areas. There are valuable lessons and paths for success regarding each area of study. The
training and education of leaders toward resilience should be retained and utilized for benefit
within the organizations and the professional development of leaders through external sources.
The result from the extant literature clearly outlines the existing gap for research
encompassing the need for leading resilience. However, the amassing of this literature
knowledge does not bridge the gap for leading resilience. This is a confirmation regarding the
existence of a literature gap. The assertion remains that resilience in an organization must be
developed by leaders and rendered effective through the ongoing efforts of leadership—the key
is leading resilience. The development of leading resilience is the route to prepare an
organization for the journey through an organizational disruption. Leading resilience requires a
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solid foundation of trust in concert with organizational structure (leadership, policies,
procedures, firm culture, and reliable communication) that strives for excellence in an ongoing
manner.

Figure 8: Leading Resilience Literature Gap
Figure 8 illustrates the literature gap between leading and resilience; eliminating this gap
will develop an organizational environment capable of maintaining stability while facing
disruptions. The gap displayed in Figure 8 is based on a literature review. To bridge this gap, I
will need to gather data from practitioners who have experienced facing disruptions.
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III RESEARCH METHOD
“Engaged scholarship is a participative form of research for obtaining the advice and
perspectives of key stakeholders to understand a complex social problem” (Van de Ven, 2007).
The stated research question is: How does an organization’s leadership enable its members to
ensure continued performance in the face of an organizational disruption? To effectively answer
the research question as an engaged scholar, it is necessary to gather information from
practitioners to develop concepts that will bridge the gap in the literature for leading resilience.
Given the developmental nature of this research, I utilized grounded theory research method to
answer the research question. This study pursues a path for deepening theory on leading
resilience for academicians and enhanced model development for practitioners.
III.1 Selecting Research Method
Grounded Theory Research was employed as the research method to clearly identify the
existing gaps in the literature for leading resilience activities and to promote the development of
a new theory or the enhancement of a current model to establish a path for leading resilience.
This path will enrich the available theories that are taught, and this path will provide guidance
for practitioners to improve organizational stability.
Grounded theory research is a qualitative method originally developed by Glaser &
Strauss in 1967. In 1987 Strauss moved a different direction with grounded theory to support the
researcher as an engaged participant who actively interprets the data (Charmaz, 2014). “The
purpose of grounded theory research in business and management is to develop new concepts
and theories of business-related phenomena, where these concepts and theories are firmly
grounded in qualitative data” (Myers, 2013, p. 105). As outlined by Myers, the purpose is
aligned with solving the problem related to organizational performance when facing a disruption.
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Charmaz points out that the grounded theory method favors: 1) analysis over description, 2)
fresh categories over preconceived ideas and extant theories, and 3) systematically focused data
collection over large initial samples (Charmaz, 2014). Grounded theory principles and methods
drive an iterative data collection process that is followed by an iterative analysis process. The
opportunity to successfully bridge the gap within an organization will meet the criteria described.
This research effort will provide new concepts for study and further development and templates
for improved practitioner function and effectiveness within an entity. The research procedures
support the gathering of rich data through existing literature and intensive interviews. The
interview process will draw upon the experiences and knowledge of informed contributors. The
contributors that will participate are from across various industries, they possess experience at
multiple levels of the organizational structure, and they are currently in different stages of the
career cycle.
With the Straussian grounded theory research approach, I actively included memowriting throughout the data gathering process to capture details from various discussions,
readings, and thoughts that have circulated regarding the research study. The memo-writing
process supported the ongoing review and the development of streams through the multiple
aspects of the research efforts. Across the research process, the literature review was a
continuing effort, as additional literature was sought to ensure the establishment of rigorous
literature data review. The literature utilized for this research was under repetitive consideration
for the possible inclusion of new literature and an iterative reflection process regarding the
literature that was already captured.
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III.1.1 Research design steps
The process of grounded theory research is not linear, and it does require the iterative
process of review and analysis. Crucial insights and realizations can be found at various times
during the investigation. This new realization may connect to a prior observation that will now
need further analysis based on the newfound analytical insight (Charmaz, 2014). Figure 9
presents the research process/steps followed during the research of leading resilience.

Figure 9: Research Design Steps (Adapted from Charmaz, 2014)
As the Straussian grounded theory researcher, I must be a part of the study and not
simply look in from the outside. In building my research, I must utilize all aspects of knowledge
from interactions during the investigation, from literature, interviews, and experience (Charmaz,
2014). The grounded theory research will be informed with strong structuration theory in this
research process to develop an enhancement to the theoretical approach and a pathway to be
employed in practice.
III.2 Informing with Strong Structuration Theory
Strong structuration theory will inform the foundation of this research study. Strong
structuration theory does not simply focus on the structure or on the agent; there is an emphasis
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on the understanding that both structure and agent must be together (Stones, 2005). This is the
duality of structure that Giddens (1984) identified; the structure and the agent are not
independent participants (Giddens, 1984). The duality of structure displays the foundation of
recursive activity in the structure as a medium of practices of the agent. The strong structuration
study will encompass phenomenology, hermeneutics, and practices (Stones, 2005).
Organizational stability needs a solid and dependable foundation. The foundation may include
trust, leaders, policies & procedures, consistent & open communications to identify a few
components. This foundational strength can provide a base of security and safe harbor for
employees during disruption. The duality of structure keeps the knowledge of the organization
flowing through the structure and the agent. The duality of structure is distinctly displayed in the
quadripartite nature of structuration.
III.3 Framework Development
The quadripartite nature of structuration becomes a framework for the collected empirical
data. Initially, the process will begin with the internal structure assessing the knowledge and
general dispositions relating to the situation at hand. In addition, the process will look at the
technology that is within the structure for functionality that will be relevant for the current
situation. The process will allow the identification of opportunities and risks by understanding
each group’s practices in the structure and the relationship strength between the groups. The
collected empirical data provides the nature of organizational strength and interdependence that
will be available through the quadripartite cycle of activities. Figure 10 displays the recursive
nature that occurs within the agent, the internal structures, and the agent’s practices. Practices,
knowledge, relationships, norms, and reflections are moving through the quadripartite cycle.
This movement is the recursive activity in the duality of structure.
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Figure 10: Quadripartite Nature of Structuration (Adapted from Stones, 2005)
III.4 Organizing for Data Collection
III.4.1 Recruitment of Informed Contributors
The informed contributors needed for this research study were all personally recruited by
me in preparation for the data gathering process. I sought experienced leaders that could provide
examples of successes and failures from a variety of organizational perspectives, not solely a
top-down view. There were fourteen candidates successfully recruited to fill the roster of
essential informed contributors targeted for participation in this study. The aim was for the
informants to be professionals from various leadership roles representative of a range of crossindustry experiences; including the ability to provide experiences from various perspectives, not
just a top-down approach for leading resilience.
Table 8 provides the basic information for the pool of contributors; the contributors
remain anonymous in the table.
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Table 8: Informed Contributors
Contributor Pseudonyms

Years of Service

Industry

Austin

>27

Consumer Products

Betty

>27

Manufacturing

Chris

<23

Manufacturing

Doris

23-27

Financial Service

Earl

23-27

Education

Frances

23-27

Professional Service

Grover

23-27

Hospitality

Helen

<23

Financial Service

Iris

>27

Consumer Products

Josh

23-27

Professional Service

Kate

23-27

Religious Organization

Leroy

<23

Education

Martha

23-27

Manufacturing

Nathan

23-27

Government

The scope of contributors included C-level roles, senior human resources leader,
managing director, and vice president, to mention a few title examples. The research study
included participants based on their professional experience, individual willingness to
participate, and availability for a 60-minute to 90-minute discussion.
III.4.2 Interview process
Personal interviews are vital in closing the research gap and establishing a new theory,
enhancing existing work or methodology for organizational stability through leading resilience.
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The informants participated in a semi-structured interview process. The interview protocol is
Appendix C. The interview questions were theory-based; the motivation of the interview was to
gather the information that was reflective of the contributors’ individual experiences. The
interview questions were open in the frame to promote a spontaneous and comprehensive
response from the contributor. The contributors were able to provide background related to
organizational impacts, the experiences that they had individually amassed, and the knowledge
and expertise that they had accumulated. The informants were invited to share experiences of
success and challenge through an unfettered flow of information, with an opportunity to share
any lessons taken from the experiences.
I was the exclusive interviewer during the entire data gathering process. The interview
timeframe was a 60-minute to 90-minute session. There could be an additional 60-minute
interview on another day to clarify data. The discussions were digitally audio-recorded to support
the information’s accurate recall and application. There were no risks or discomforts for the
informants during this process. This is very much like an average day in the office. There is no
personal benefit for participants in this research study. All personal and identifying information
will be maintained in a secured place, and a unique code was utilized to identify participant
information. The digitally recorded interviews were used for transcription and subsequent
coding. The digital audio recordings of all interviews are stored in a secure area on encrypted
memory devices. The transcribed interviews are held in a safe manner, as well. There is no
identifying information on the transcribed version of the interview.
Participation in this research study was and is entirely voluntary. Participants could step
away at any point for a break or discontinue the process. The informed contributors were
protected and treated ethically throughout the process. If participants had any questions
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regarding the research or subjects’ rights, he or she might contact the principal investigators for
this research. Contact with crucial informant candidates was not initiated until Institutional
Review Board approval (IRB number: H21654) had been granted. Georgia State University
Institutional Review Board approval for H21654 was awarded on June 17, 2021.
III.5 Data Collection
The data collection was performed through intensive interviews. The intensive interview
process is a flexible technique that: 1) combines flexibility and control, 2) creates an open space
for discussion, 3) provides the opportunity for immediate follow-up, and 4) allows both the
interviewer and the interviewee to build the conversation (Charmaz, 2014). The interview
discussions were scheduled according to the availability of the contributor via audio/ video
technology. The utilization of technology was the first option of meeting, given we were amid
the COVID-19 pandemic.
The interview protocol (Appendix C), the semi-structured questions, was developed to
gain a brief understanding of the contributor’s background and to promote in-depth sharing of
experiences related to an organization facing a disruption, addressing the successes, the failures,
and the challenges. Additionally, I sought the contributors’ thoughts on going forward as a
leader, based on their reflection of the past activities and behaviors.
The data that was gathered during the interview process was rich and meaningful for the
research study on leading resilience. The digitally recorded interviews were sent to a
transcription service, the anonymity and confidentiality were in place for all of the files. Each
file was transcribed from the digital audio file to a Word document, and all data remains in a
secure environment. The transcriptions were utilized in the data analysis process.
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III.6 Analyzing the Collected Data
The collected data included fourteen interviews that produced just over fifteen hours of
recorded interview data. Through the interview process, I would review my handwritten notes to
begin developing the overall picture of what the contributors were providing common themes
and streams of thoughts. As the interviewing process continued and the contributions provided
were consistent and aligned in thinking, I concluded that the point of saturation for the interview
process was at hand.
The process of identifying a transcription service proved more difficult than I had
planned for in my timeline of activities. I successfully found a transcription service that
performed at an excellent level of service. The audio files were sent to the transcription service,
and the transcribed interviews were returned to me after ten days. During this ten-day period, I
continued to review my handwritten notes and focus my thoughts back on the literature that was
gathered through the ongoing search for relevant literature.
The interview data gathered through the grounded theory research process was compiled
for review and data analysis. NVIVO (CAQDAS: computer-assisted qualitative data analysis
software) was chosen for qualitative data management and analysis. NVIVO provided the
compilation of gathered data to be analyzed for consistent and recurring thoughts and actions
identified through the interview process. This data is not identifiable to a specific contributing
informant as all of the identifying information is securely stored separately with no name
designation.
A coding process is an iterative event that yields standard categorizations from the
breadth of collected data. These commonalities from the data provide the starting point for
establishing the final level of themes to use in establishing the message that can be delivered
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from the interview data. The coding process had three tiers: first cycle coding, second cycle
coding, and the third cycle of themes from the data. Table 9 displays the themes that were
developed and the second cycle codes that were used in building the themes. These themes are
critical to organizations that are seeking to create and maintain organizational resilience.
Table 9: Data Themes
Organizational
Culture

Leader
Attributes

People-focused

Servant leader

Hire for attitude

Consistent
messaging
Humbleness

Learn from
failures
Transparency

Trusts/ Trusted

Individual
Resilience in the
Organization
Sense of
belonging
Faith

Organizational
Resilience
Development
Leader-led

Empowerment

Understand the
“WHY”
Opportunities
from disruptions
Agility

Common values

Lifelong learner

Day-to-day

Further analysis was performed on the gathered data to provide additional depth and
understanding of the contributions from the interviews and the literature that provides
background. During the period where interviews were taking place, I continued to read and
review the literature seeking added information and concepts that could be applied in the
research study. Once the transcribed documents were in my possession from the transcription
service, I began to review this data, as well. I would listen to the audio recordings as I read along
on the transcription, creating additional notes on a summary page for each interview. My desire
was to ascertain as much detailed information as I could and build an in-depth understanding
from each interview. My procedure was similar to a hermeneutic study of the literature data and
the interview data. This in-depth approach and technique are also a consistent component in the
practice of applying strong structuration theory in a study.
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III.7 Ethical Procedures
In this grounded theory research study, there was no deception utilized in the research,
and there were no protected class populations targeted for this study. The study was performed
with volunteer informants who had the ability to stop an interview at any point. The
confidentiality of the contributors and anonymity of the contributor data remains secure.
Following the Georgia State University, Institutional Review Board guidance from the
approved submission to conduct human contact was paramount. Each contributor was given an
informed consent document; per the Institutional Review Board guidance; a signature was not
required. The digital recordings, the transcribed recordings (documents), and my hand-written
notes from the interview are all in a secure location where I have access.
I will continue to maintain a copy of the raw data as long as the topic is being worked on
and publications are being drawn from the research; this term of retention is outlined in my
research study protocol which is approved by the Georgia State University Institutional Review
Board.

49

IV FINDINGS
Employing grounded theory research, I sought to compile experiences of professionals
related to leadership, organizations, and resilience as it related to facing an organizational
disruption. The findings are assembled from the contributors as they were able to convey
professional experiences through the interview process. The contributors were exceptionally
fluid in providing relevant thoughts and experiences that inhabited each one’s journey. The
information compilation of these contributions provides the empirical findings that will be
presented in this chapter. The fourteen contributors supplied more than fifteen hours of digital
audio recordings, which converts to 200 pages of transcribed documentation. All of this data
remains secure, with the identity of the contributors fully protected. This research aims to answer
the research question introduced earlier in this study: How does an organization’s leadership
enable its members to ensure continued performance in the face of an organizational disruption?
I have arrived at my findings based on the thoughts and illustrations that the informed
contributors provided during the interview sessions. The compiled findings reveal that an
organization must have the strength of trust extending through the organization; the leadership
must earn the trust of the team members. The establishment of organizational resilience will need
to be an active component of day-to-day activities. The findings are aligned in four categories: 1)
organizational culture, 2) leader attributes, 3) individual resilience in the organization, and 4)
organizational resilience development. The findings reflect that these categories are related, with
interrelated key aspects. The opportunity for successfully leading resilience to bring about
stability in an organization begins with the organizational culture and the leadership attributes.
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IV.1 Organizational Culture
The contributors provided wisdom regarding the needs within the organizational culture
to support the stability in the organization. The culture will convey the norms, customs, beliefs,
and habits that are active within the organization. The team members of an organization will find
the culture holds policies and procedures that work to drive and maintain the culture that has
been developed. The opposing perspective of the culture with policies and procedures would be a
culture that is driven by a shoot from the hip mindset with no policies and procedures, resulting
in an environment that will not provide a structure to identify with. The lack of structure
promotes an atmosphere of insecurity; organizations should be a safe harbor in the face of a
disruption.
The comments that are provided regarding the ability of the organizational structure to
provide a platform for improvement begin with these senior leaders commenting on the
organizational structure. The first comment is provided by Grover and the comment addresses
being impacted by the COVID-19 pandemic.
“I think the structure, the exoskeleton of the policies and procedures if you could use that
phrase, was fairly robust. I think what we had to do was, we had to augment with
functions that did not exist. Those were augmentations and enhancements that we had to
do, but base structure existed, and that allowed us to move fast.” (Contributor: Grover)
It is this development of the organizational structure that can undoubtedly provide structural
stability and convey a sense of security to team members. Additionally, the platform offers swift
response and agility.
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A culture with a structure provides a rigid frame to build an organizational platform. This
also creates transparency that supports the trust that is needed in an organization that desires to
bring the team together; Austin provides a reflection.
“What I would tell anybody is, to me, it starts with the culture; if you're in the right
culture, you can build a process. You build through communication; you get people
talking to each other. And I think every problem, every kind of disruption, how to build
resiliency, my opinion is getting as many people as possible in the know that makes
sense. The more people know what's going on, what the strategy is, and what the goals
are, the stronger we are as an organization.” (Contributor: Austin)
A component of success in the culture is regarding the organization being focused on the
people and looking for the overall wellbeing of the team members. Leaders have to build a
people focus into the fiber of the organization. This will bring together the team members that
will be collaborating to achieve company goals. Austin provided a series of thoughts that have
been gathered from mentors and colleagues over the years.
“Look, our jobs if you really want to get simple, to provide opportunities, to hire people
and give them a good living. So, we can grow our business and do the right things. We
get to employ people and provide them with a good living.” (Contributor: Austin)
“I’ve never forgotten that my job as a leader is to provide all my people who work
in my company a chance to earn a good living.” (Contributor: Austin)
“Our job is to make sure everyone here gets to come to work tomorrow if they
want to be here, and we want them here. I don't want to have to cut people because we're
not doing a good job.” (Contributor: Austin)
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When people realize that the organization is focused on their well-being, caring about the
employees as partners and family, this develops and enhances trust within the organization. This
created bond supports a developmental environment that promotes employee and company
success.
“What we did is we identified people as solid citizens, key performers, or high potential.
With high potential staff, we purposely put them in roles that have different cycles of
learning. By cycles of learning, I mean, so somebody might have been in a company in a
division that was struggling and needed to be operationally focused, we wanted to expose
them to maybe a division that was growing and had different sets of issues, or the
division that was going to do some more acquisitions and different things like that.”
(Contributor: Earl)
This action instills the mindset in employees that they will receive opportunities to
improve the position and learn additional capabilities based on solid performance and
contributions. This process is a way to effectively build a strong and committed team to face
disruptions as a consolidated organization. The people-focused organization will also find that
this benefits other areas of leading resilience in the organization.
The premise of a people-focused organization is to grow the people professionally and
take care of them as people. The other facet of having the correct people on board is to hire
correctly. Hire for attitude and find the best candidates with a mindset for cooperation,
collaboration, growth, and development; the company can train these good citizens. Helen,
Grover, and Iris provide thoughts on hiring and developing team members.
“Recruitment of the right people is a key step toward a resilient team.” (Contributor:
Helen)
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“Attitude is what you hire. And the results are what you get by training. You hire
people with the right attitudes and work ethic, and you treat them with the culture and
respect that you want them to treat their employees with.” “It's a little bit of nature and a
lot more nurture.” (Contributor: Grover)
“I think that's fundamental to the DNA of an organization, to invest in its people.”
(Contributor: Iris)
Organizations that pursue success need to learn from the past, learn from success, and
learn from failures. This provides a depth of understanding for the business and how it responds
to a challenge. The culture of an organization will present a loud statement to team members
regarding how failures are handled and addressed by the leadership team. Learning from
mistakes and company history reflects an organization that is pursuing strength for the journey
forward. Iris presented several thoughts on this during the interview process.
“We're taking some time, and we're actually memorializing what we've learned. Critical
for us is to just take a look at the world, take a minute to breathe, celebrate, but also then
let's do the postmortem. What did work? What didn't work? We learned a lot about
interdependence. We learned a lot about complexity, and in complexity, it's how things
work together.” (Contributor: Iris)
“So, we have the opportunity now to step back and look backward and say, here
are the things that we learn, here's how we benefited, and here are the things that we
could have done better. And then from there, what do we need to do from a people,
policy, or process perspective?” (Contributor: Iris)
Organizations can clearly take the opportunity to learn from the good experiences and the
bad experiences. The challenges that face a team can be tough to handle at times. The failures
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need to be embraced to improve before a recurrence, to establish motivation for team members,
to step forward to success. The discipline of learning from mistakes is not always successful.
“Unfortunately, we tend to forget our mistakes.” (Contributor: Iris)
The organizational culture is a key employee layer in leading resilience in an
organization. The culture that possesses transparency is people-focused, hires people for attitude,
and has the ability to accept and learn from failures will develop team members that find the
organizational structure a supportive and safe environment.
IV.2 Leader Attributes
Like organizational culture, leader attributes are critical to a successful organizational
structure. Together these two themes will add definition to the structure that employees will look
toward for stability, confidence, and strength. Corporate culture and leader attributes will
together establish the internal structures of the organization. Leader attributes are centered on the
leader and the direct influence he brings to the nature of the organization. Trust is developed by
the leader, consistent messaging, endless learning, to mention a few attributes.
Trust is a mandatory ingredient to a successful organization. There is not a single
direction that trust must flow; trust should be multi-directional in an organization. Trust creates
bonds and trust is an extremely valuable cord extending through the organization. Several of the
contributors weighed in on trust.
“Trust is bonding.” (Contributor: Earl)
“Trust is everything. Because in the peer-to-peer relationship, in the supervisor to
team member relationship, it's about open communication and just knowing where each
other stands and being open and honest. That's how you build that trust. To me, it's the
key to any team. Because if you don't trust your leader, if you don't trust the people,
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you're working with, you're probably not going to be there very long, and you're probably
not going to respond very positively to changes that come.” (Contributor: Chris)
“There is no trust without integrity.” (Contributor: Martha)
“Trust is two ways.” “Actions are your publicity.” (Contributor: Leroy)
“Trust is, at least from my perspective as a leader, being transparent, ensuring that
your yes means yes and your no means no. And that you follow through with what you
say you're going to do.” (Contributor: Kate)
Trust will shine through consistent messaging in the verbal and non-verbal forms of
communication amongst the team members. Your actions must be in sync with your words and
your message.
Consistent messaging is a key to trust within an organization, consistency in words,
actions, in expectations. Overall, consistency is needed; consistency is doing things under the
same guiding truth day-to-day.
“That's part of the consistent messaging. That's part of the consistent belief that this
consistent trust factor helps you snap to resilience faster when that disruption comes
because the messaging is in sync.” (Contributor: Austin)
“Leadership must be consistent in messaging.” (All of the contributors delivered
this message.)
“If leadership is vague in the information, in the communication that they deliver,
you're going to have chaos. Because then people will fill in the gaps with their own words
and thoughts.” (Contributor: Grover)
“Communicate the goal with clarity; the goal is about the greater cause. Explain
the why; the why must remain in focus.” (Contributor: Kate)
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Remaining abreast of the latest in applicable technology, processes, and principles is of
extreme importance when you lead an organization in an ever-changing world. I believe that the
addition and inclusion of current knowledge provides a unique platform from which a leader can
convey messages to the team members.
“Just don't stop learning. I think as a leader, that's a very critical thing. Look around you;
there are other people who have looked at the same problem and adapted differently. And
be humble in your leadership and in your intellectual self-belief to look around and ask
for help, or give help, or lend a hand, or learn some new tactics, or processes, or
philosophies that you might not know. That humility should allow for self-awareness or
self-reflection consistently. I think my biggest takeaway for me personally in this
pandemic was the amount of time I spent on self-reflection was higher, even though I was
twice as busy. Because it was important to make sure that we came out of this better.”
(Contributor: Grover)
“When I hear leadership development and leadership deployment, I think
leadership development is getting the leader ready for deployment.” (Contributor: Iris)
A leader must maintain the position of a life-long learner. This openly demonstrates to
the organization’s members a commitment to achieving the goals and providing what is best for
the people of the organization. To deploy the leaders within the company to effectively move
forward, the leaders should have developmental activities. The development can be driven by
external sources and internal review of successes, failures, company history, patterns of
operation; the key is to advance the knowledge level for the betterment of the company.

57

The informed contributors resonated statements supporting servant leadership; seven
individuals specifically mentioned servant leadership, and the others gave examples that
identified aspects of servant leadership.
“Willingness to sacrifice.” (Contributor: Kate)
“Servant leadership, take care of your people.” (Contributor: Iris)
“Put the people first.” (Contributor: Nathan)
“But in reality, our jobs changed to more listening. We should be chief listening
officers and chief empowerment officers because empathy is hard. And it is really hard to
do it over a long duration.” “Know when to lead and when to be led.” (Contributor:
Grover)
Servant leadership is more profound than making sure someone has a manual to read
from to gain an understanding of the job. Servant leadership is putting others first; ensuring that
the team has been taken care of is the first order of the day. There is an ownership that resides in
a leader to see that his team members are fully informed. Martha addresses describes ownership
in the statement below for a new team member.
“As a leader, I take personal ownership of that development piece of new team members;
not everything is in that manual that you give to somebody.” (Contributor: Martha)
Leaders’ attributes are critical to the stability of an organization. These attributes are
closely aligned with the organization’s culture. The strength of the team members can be directly
related back to the established environment that the leader maintains.
IV.3 Individual Resilience in the Organization
The leaders that are contributing to this research study have raised several items that will
impact resilience at the individual team member level. Individual resilience will directly
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influence the practice and activities of the individual as an integral part of the overall team. The
key aspects that reach the individual level are a sense of belonging, faith, empowerment, and
shared values. As the contributed information is reflected on, there is a focus on creating a sense
of belonging for the team members, recognizing people for what they are doing.
“Work alongside your people within every position of your organization to ensure that
they see you and how invested you are in them, and in the value that they add to their
customers.” (Contributor: Grover)
“You have to recognize people.” (All of the contributors provided this message.)
“Open discussion with a personal interest: How is your family?” (Contributors:
Helen, Iris, and Josh)
Iris shares a specific thought from the pandemic experience.
“I think that the last thing that I’m not sure that we really touched on that made a
significant impact is the celebration of tiny wins. So, during times where we need to be
resilient as leaders, sometimes we are focused on the problem or the oppression or
component that is causing us to be resilient. And we are missing acts of bravery, courage,
and brilliance. I could go on; we’re missing superhuman moments. And for us, as
believers, we sometimes say that we’re missing the gratitude moments or the part where
God came and just obviously intervened in this situation. And I think the same holds true
for us as leaders; we’re missing those tiny wins that are happening every day, and to
celebrate those, especially when we are taking maybe compensation down or we’re
asking people to work more hours or asking them to make sacrifices with which we’re
celebrating that tiny win.” (Contributor: Iris)
“Acknowledge the good things.” (Contributor: Leroy and others)
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“You have to celebrate achievements and accomplishments with your team to
keep them motivated and aligned as well.” (Contributor: Grover)
A sense of belonging aligns well with empowerment. People can embrace a sense of
belonging when they are empowered to do a job, to take ownership of a process, to provide
information that is a key in the completion of a project. Empowerment is another positive impact
on the individual and his or practices. The contributors assert that empowerment provides a
benefit for all that are involved, the team member and the leader.
“But in reality, our jobs changed to more listening. We should be chief listening officers
and chief empowerment officers.” (Contributor: Grover)
“I believe in a participatory meritocracy.
“The bottom line of that is I want all my direct reports to be involved in all the
decision-making processes, but I want to give them the authority to do that. But they have
to have a track record where they make the right decisions. So, if you give someone
something little to do, and they nail it, then it's like, oh, I can get you more involved, and
I can let you make more decisions because you've got it.” (Contributor: Betty)
“Once you create that environment, where people are responsible, you create that
same level of trust that the organization has in those people.”
“I want a collaborative environment. If we're talking about what the department's
going to look like in five years, to me, that's not a “me” decision. That's an “us”
decision. Let's sit down and talk about what tools do they need to be successful. What do
they think the department's going to look like in five years? Then, let's talk about what
that plan looks like.” (Contributor: Chris)

60

“Leadership development: it is a pleasure to share what I know. Leadership
deployment: empower people to do the job.” (Contributor: Doris)
Creating an environment where employees and team members at all levels have a level of
empowerment and importance within the organization’s stream of effort. The team members will
develop the individual resilience that is a component of the recursive support between the
organization and the individual.
There is also a value system that individuals will likely possess; this could be a hard work
ethic that has been passed through the family, it could be a faith-based set of beliefs and values,
it could be something developed through sports, scouting, or other community involvement. The
leader-contributors have offered thoughts regarding the core values of individual team members.
“Core values are needed for structure.” (Contributor: Nathan)
“Foundational values are core to the team members. Core values are the things
that will not be compromised.” (Contributor: Martha & Nathan)
“Foundational values will carry you through the tough times.” (Contributor:
Frances)
“Every single day. One of my foundational values is integrity, and it's something
that my dad has been preaching to me for as long as I can remember—doing the right
thing even when no one's looking. That shapes me as a leader because I also look for
those types of people that I know that have those building blocks that kind of helped me
build trust with that person. I think it goes back to trust because if I get a sense of what
their foundational values are, it helps me trust that.” (Contributor: Chris)
“Integrity is a core value; it is the bedrock of resilience.” “I think being a
Christian helps with being resilient.” (Contributor: Betty)
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Each team member will draw on internal values, experiences, beliefs, and understanding
as they individually support the efforts of the organization. This individual support will include
collaborative efforts and experiences with other members of the team. The values that are
embraced by the team members will find a place in alignment with the core values of the other
team members and the overall organization.
IV.4 Organizational Resilience Development
The development of resilience within an organization should begin well before a
disruption is knocking on the company door. The interview data collection has provided data to
initiate thoughts on leading the resilience effort, the frequency of the development activities, and
perspectives on when disruptions occur. The gathered data also brings in commentary on agility
in the resilient organization.
The first aspect to look through is who leads the resilience development in the
organization; the leader should lead the development of resilience. The contributors have
provided perspectives regarding this theme.
“So, people like that look up and expect a leader to be there to answer questions to handle
things when they go wrong and, by definition, look up to you to make things right or
make things better for them.” (Contributor: Betty)
“The leader must remain dedicated to the cause daily.” (Contributor: Kate)
“A good leader will plan for resilience.” (Contributor: Doris)
“Leading resilience, people often don't like change. And so, you're looking for
somebody to get out in front and say, the water is warm, follow me or there are not sharks
following polar bears in the water or me everyone dive in. And so, resilience starts with
the leader.” (Contributor: Betty)
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“I think that a leader has to be the driver. I think that a leader has to have those
leadership traits where their team sees many different sides of them from the humility
side to the empathy side, to the support side, to the drive side, to the passion side. I mean,
because I think when it comes to being resilient, you have to fight for things that resonate
with you and things that are worth fighting for. And I think a leader helps with that. I
mean, you hear someone say, hey, that was the best leader I’ve had. I'd run through a
brick wall for that guy.” (Contributor: Martha)
The leader is in the top spot of an organization to do exactly what people need him or her
to do, lead the organization. In this regard, the leader must kick-off and maintain the effort to be
a resilient organization.
Initiating and maintaining a culture of organizational resilience is not a single approach
or a one-time assault. Certainly, you do not need to wait for a disruption prior to beginning the
effort.
“Leading resilience and building resilience is, it's not a step up to the platform one day,
and it happens. You can only do that from a position of earned trust, not only from you as
an individual, but the how, what you say, as an individual is actually reflected in the dayto-day operations of your company. There has to be that consistency, again, do what you
say.” (Contributor: Josh)
“The leader must remain dedicated to the cause on a daily basis.” (Contributor: Kate)
“The key and the thing I would recommend to people is you have to build the
equity with the team way before that future disruption.” “Leading resilience is day-today.” (Contributor: Chris)
“The WHY must remain in focus.” (Contributor: Kate)
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“The leader needs to work together with the team.” (Contributor: multiple
contributors)
Day-to-day active leadership is imperative for organizational resilience. The leader must
be at the helm of the organization to lead the building of resilience. This effort will need to
include the members of the team; the team must buy in and support the ongoing resilience.
Disruptions do find a way to knock down a door when you may least expect it. How do
professionals, organizations, and leaders prepare for every disruption? The is no predicting what
the next disruption will be, even though there are times an organization should see an
interruption coming. The following contributions provide a special view from the individual
viewpoints.
“Some things should not be a surprise.” (Contributor: Iris)
“Disruption is a when not an if in this world.” (Contributor: Kate)
“We encounter challenges every day regardless of how aware everyone is of
them.”
“Disruptions are actually the only predictable part of today's economy. It's not a
question of if; it’s a question of when and what.” (Contributor: Grover)
“The way we look at our businesses, there's the remaining agile in a time of
plenty, when we don't need to be agile, but what could we do if we employed some of the
best things that we employ during this period of time in our everyday business? And how
unstoppable can a leader or an organization be if agility is a daily effort, it's staggering?”
(Contributor: Iris)
“A resilient leader who's going to go through this fundamentally needs to
understand that they themselves have to be flexible and agile to wear different hats and
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different kinds of roles of leadership during these moments.” “We have to constantly be
agile and nimble and understand that the only thing that's going to carry you through the
points of disruption is people and process.” (Contributor: Grover)
“So being very quick to react was a key factor in overcoming a disruption. But
more importantly, the team was never ready for it, but they knew how to react to it based
on how we'd had put some guardrails in place to protect them for the rainy day.”
(Contributor: Austin)
“Make a good future from a disruption. Build strength going forward.”
(Contributor: Frances)
“Prepare for the future with lessons learned.” (Contributor: Leroy)
Agility, skill, flexibility, and speed have entered the collected data contributions. The
recognition that agility is necessary and there may not be a specific plan is a good picture of a
resilient organization.
The findings that have been presented in this paper do not stand in single columns/
themes of application. There are cross applications between organizational culture, leader
attributes, individual resilience in the organization, and organizational resilience development.
These findings illustrate the real efforts that these contributing leaders integrate into each
represented organization. The challenges remain, as all organizations face disruptions at some
point; the interruptions will occur.
The significant issue at hand is the organization’s preparedness via “guardrails,” as
previously stated. Leading resilience is not designed to establish specific response and recovery
plans/ activities for any possible scenario. Leading resilience will promote organizational
resilience through agility; this is the path to be taken as an organization increases the ability to
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continue active operations in the face of disruption. Leading resilience is a day-to-day effort that
requires trust and integrity between the organization and the team members; this relationship will
enhance the agility that is developed on a daily basis.
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V

DISCUSSION

“My barn having burned down; I can now see the moon.”—Mizuta Masahide (17th
century poet and samurai)
This research study on leading resilience has united a literature review covering
leadership, resilience, disruption, and strong structuration theory. Leadership, resilience, and
disruption are focus areas where previous researchers have provided significant levels of
valuable findings; some of these findings are appropriate for my research and have been
included. There is a distinct gap in the literature for finding a path for an organization to ensure
operational performance during an interruption. This gap promotes the need for the development
of leading resilience as a path for maintaining operational performance in the face of disruption.
The development of leading resilience will offer guidance for an entity’s leadership to maintain
organizational stability and operational performance while being absorbed by an organizational
disruption. Leading resilience is a recursive activity, there is a day-to-day responsibility for
success and establishment of agility.
Strong structuration theory (Stones, 2005) is a stronger version of structuration theory
(Giddens, 1984). Giddens introduced the duality of structure where the structure and the agent
are fully dependent on working together. Stones takes the duality of structure and initiates an upclose review, ontology-in-situ. The ontology-in-situ is in addition to the ontology-in-general that
was posed by Giddens. Stones develops the quadripartite nature of structuration for strong
structuration theory; strong structuration theory is the frame that will promote leading resilience.
Grounded theory research was employed for this study and the research was informed
with strong structuration theory. The review process undertaken during this study took on similar
characteristics to that of a hermeneutic study; the in-depth review and reflection on the
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researched materials, literature and interviews, to gain a full understanding of the data. The depth
of research literature will be joined with a solid body of data assembled through an intensive
interview process to provide an answer to the research question and provide contributions to
theory and practice.
Disruptions continue to impede the operating progress of organizations at a frequency
that is growing beyond historical tempos. Literature identifies the VUCA (volatility, uncertainty,
complexity, ambiguity) environment as a new normal that is here to stay (Gleeson, 2017;
Ramakrishnan, 2021). The presence of this new normal requires that leaders effect a change in
the organizational patterns that may have been successful for leading an organization in prior
years. Leaders have enjoyed the organizational successes of an environment with fewer
interruptions to navigate. Today, leaders must refocus and establish new norms in the business to
counter the new norms of the world. Stated earlier was the comment from Stephen Stumpf:
“Leadership is not like breathing—if you don’t focus your efforts and work at it, you won’t be an
effective leader (Doh, 2003).” Leaders must also engage in times of reflection to assess their past
activities and behaviors to optimize preparation for the future. This reflection activity is
presented in visual form in Figure 1 Past & Future Leadership Behavior Influenced by
Challenging Experiences & Controllable Influences (©T. Maurer) (T. Maurer, 2015). Dr.
Maurer’s model establishes the steps needed for a leader to identify areas that may need change
for future success as a leader. Look at the current leadership behavior and add the influence of
individual personality, individual knowledge and skills, and the challenges that have been
experienced. Several of the contributors identified reflection as a key process that they embrace
during good times and bad times. One contributor specifically addressed the increased amount of
time that was being committed to reflection on a daily basis during the ongoing pandemic. With
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all of the daily challenges it was important that there was a time to reflect and learn from the
challenges of each day. The recognition of this critical part of the day was something that I found
to be extremely revealing. This leader knew that the day was not complete without reflecting and
assessing all aspects of the day. This is a key step toward achieving a desired leadership
behavior. A leader must be able to identify what will derail his efforts to be truly successful. As
Doh (2003) articulated, a leader must focus on the significant and critical efforts for success.
This focus must include full reflection on past activities to gain an understanding from the past to
be applied going forward.
Folke brings resilience thinking to this discussion, the leader who engages resilience
thinking understands the need for forward-looking preparation: “Resilience thinking explores
how to navigate the journey (Folke, 2016).” The process of resilience thinking is necessary to
successfully face the disruptions and challenges that clutter the path to success for an
organization. Resilience thinking as presented by Folke aligns with the Past & Future Leadership
Behavior model (© T. Maurer); leaders have the tools for success available for utilization. With
the VUCA world established as a norm, organizations need leaders to take time to reflect and to
prepare for the future challenges that are around the corner. It is acknowledged by several of the
contributors during the interview process that “disruptions are a when, not an if in this world.”
The research question that was introduced can be answered with the research findings.
How does an organization’s leadership enable its members to ensure continued performance in
the face of an organizational disruption?
The Answer
The literature and findings bring out the answer to the research question. Leading
resilience as a daily component of the organization’s infrastructure will promote the ongoing
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agility required to initiate resilient activities in swift response to a disruption. This method will
also provide daily agility that can promote a new level of operational excellence. The daily
agility promotes preparedness for resilient activities.
Steps to initiate leading resilience include knowing the people in the organization,
exercise consistent messaging, the development of a learning organization, ingrain resilience in
the company culture, map of areas of vulnerability, develop guardrails in areas that could be
impacted, prepare for crises through strategies, planning, and practice change response. These
steps are not exhaustive, and they can vary based on each organization and the current strength
that the team possesses.
Leading resilience is more than crisis management. There are the day-to-day activities
that lead the team members and develop trust through normal times. This will support the
building of a foundation for the organization to stand on with firm footing to face the challenges
that impact the organization.
Leading resilience as a component of the infrastructure is taking leading resilience
through the recursive activities of the strong structuration, the quadripartite nature of
structuration. The duality of the structure where the structure and the agent reflect the
dependency between the two elements. This enhanced approach develops a cycling of strong
structuration. There will be two cycles of strong structuration. Stage one—to prepare for
disruption you operate at stage one of strong structuration on a day-to-day basis. Stage two—
disruption hits and you move to stage two of structuration to accommodate the disruption. When
the crisis period recedes, the organization will move back to Stage one.
The strong structuration theory is where daily leading resilience promotes agility within
the organization. The established agility will drive swift and effective operations during the
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normal times and the needed resilience to maintain operational effectiveness of the face of a
disruption. The results for an organization will be a greatly enhanced state of perpetual
preparedness.
V.1 Contributions to Theory
My research study of leading resilience has provided three areas of contribution to theory.
First, there is a new contribution; leading resilience is the effective concatenation of leading and
resilience as a recursive organizational activity. Leadership is recognized and represented in the
realm of academia and professional learning. The daily leading resilience activities will promote
additional agility. The advancement of leading resilience will advance the leadership theory that
can be further developed through theory in structured learning environments. Second, there is the
enhanced function of strong structuration theory, the introduction of two cycles of structuration.
Stage one is day-to-day activity and stage two is engaged when a disruption faces the
organization. The third area related to literature that has been further confirmed during the
research study.
V.1.1 New Contribution
Leading resilience as a day-to-day activity will promote agility as an asset within the
organization. The activities revolve around the fact that there needs to be trust in the
organization; as the contributors described it, two-way trust. The organizational transparency
will provide a company-wide understanding from the leader concerning what the overall mission
is and why this is the chosen journey. The organization wide embracing of the ‘why’ will create
a strong foundation to build from. The deep level of transparency furthers the level of trust that is
in the culture of the organization. The contributor Grover offered comments that state a resilient
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leader that will take on this effort will himself need to be agile and take on varying roles. Agility
and nimbleness must accompany the efforts of people and processes.
Trust establishes the bond that is required between a leader and his team. Leading
resilience is the activity of ensuring the organization has a structure that the employees can count
on; this begins with the leader. The leader will drive the effort and establish the structure that the
employees can trust on in good times and during the interruptions that arise.
Leading resilience is a leader’s journey to establish, leading resilience needs to be an
active component of the company infrastructure prior to a disruption. The fact that many
disruptions occur without significant advance notice brings an entity to the need to actively know
how to embrace agility and sensitivity to face the oncoming challenge. I realize that
organizations cannot be specifically prepared for any and all disruptions that may occur; each
disruption can present unique adversities to be addressed. Austin presented a concept of
employing guardrails to allow the team to continue to function while addressing the challenge
that is at hand. To actually make this happen, the leader will need a sustainable process to
nurture the trust that is flowing within the organization. This entity should also have viable
policies and practices that create a solid organizational foundation for employees to depend on. It
is this foundation that the leader will be able to utilize in bringing the employees back to a wellknown and dependable place of safety and security. There must be significant activity through
the normal and undisrupted days to build a reliable structure and to develop the proper level of
trust. The leader will need to have established structural soundness to initiate the required
resilience within the organization’s network and employees. The structural foundation of the
organization will interact and be dependent on the practices of the team members.
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The collected data reflects the recognized need for a strong structure and a firm
foundation within an entity. Contributor Austin provided thoughts on company culture as it
weaves through a foundation; “What I would tell anybody is, to me it starts with the culture, if
you're in the right culture, you can build a process.” I believe that an organization’s culture is
akin to the rebar that is placed in a concrete slab for added structural integrity.
Contributor Iris offered thoughts on taking resilient activities to a daily frequency. “We
engage in special agile activities when we need to exercise resilience due to a disruption. And
how unstoppable can a leader or an organization be if agility is a daily effort, it is staggering.”
Daily activity will deliver strength. From contributors’ commentary, resilience is not stubborn,
and resilience is tenacity. It is through the agility that is provided by daily preparation and
building of the foundation that the organization can have the flexibility and agility needed to
respond to a disruption. Leading resilience strengthens the organization through daily agility.
Enhancement to Strong Structuration Theory
Strong structuration theory delivers the duality of structure, and the quadripartite nature
of structuration provides the visual model for the recursive relationship between the structure and
the agent (Giddens, 1984; Stones, 2005). The duality of structure, the inter-dependability that is
between the structure and the agent, supports the introduction of leading resilience into the
quadripartite cycle. The quadripartite cycle will operate in two cycles for leading resilience.
Stage one is leading resilience on a day-to-day basis during what would be termed as normal
times. Stage two is the period of leading resilience that occurs during a period of disruption.
Leading resilience will benefit from the recursive activity generated from the duality of
structure. The agility that will be generated from the daily effort will strengthen the structure of
the organization which provides a strong foundation for the employees. The strength of each
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element in the duality relationship will expand as the relationship remains whole. This cycle is
stage one of strong structuration. Stage one is the period of preparation, the development of
organizational agility. As the disruptions enter the operating sphere the organization will shift to
the second cycle, stage two of strong structuration. This is the point to engage the agility and to
respond to the disruption. The application of strong structuration theory speaks to the guardrails
that were presented by Austin. The processes that were followed during normal times are the
stage one in strong structuration. When a disruption occurs, and the organization engages the
guardrails to operate the team members have shifted to stage two of string structuration. The
organization will effectively utilize the agility that has been built to properly react and initiate
resilience, properly maintaining the effective operational performance for the organization.
Facets of the structure will improve during normal times as leading resilience is building
the organization's strength. The common capabilities possessed by agility and resilience are
operational speed & acceleration, scan & anticipate the environment, and flexibility in tactics &
operations (Baskerville & Pries-Heje, 2021). These capabilities in an organization will provide
strength and confidence for the employees. This is the recursive building of strength in the
organization with leaders leading resilience.
This enhanced strong structuration theory acknowledges leading resilience as a critical
step in reestablishing an organization amid a disruption, and it also provides a newly invigorated
level of daily agility and strength. This enhanced theory will provide additional robustness in the
academic setting for organizational theory and professional learning opportunities for
organizational leader development. Offering this enhanced organizational theory, two cycles of
strong structuration theory, in an established and respected learning environment enriches the
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learning experience for students and promotes engaged scholarship through the application
process.
V.1.2 Confirming Extant Literature
Resilience must be proactively fostered over time in an iterative manner (Ismail et al.,
2011; Seville, 2016, 2018). The contributors have provided commentary to support the position
of Ismail et al (2011) and Seville (2016, 2018). “A good leader will drive resilience.”
Organizations face issues and interruptions that challenge the ability to be operational. Being
resilient is an agile activity to maintain operations. “Resilience is not stubbornness.” “Resilience
is tenacity.” The actual activities within organizations seek to drive the development of agility
and resilience. Resilience is a dynamic capability that must be built proactively and maintained
(Seville, 2018). Resilience received plenty of commentary during the interviews. Resilience is a
desired capacity in organizations. “Integrity is a core value; it is the bedrock of resilience.”
Leading resilience is the process that can put action to the message from Ismail et al, and
Seville. Leading resilience is the day-to-day effort to establish the agility needed for a rainy day;
Austin pointed out that guardrails were established for the rainy day. It is the mindset of leading
the organization that prevents a derailment during a disruption and develops a stronger
organizational bond and operational agility.
Leading resilience through strong structuration theory will be established as a new path
for leaders to follow as they influence the preparedness of their organizations. The duality of
structure has the recursive activities between the agent and the structure. The recursive landscape
that is represented in the quadripartite nature of structuration provides a natural setting for
reflection on past behaviors. The data in the findings brings forward leaders that do have
reflection of personal and organizational performance. These leaders take the opportunity to look
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back, assess, learn, and determine changes to people, process, and policy. These leaders also
perform activities that align in the duality of structure. “We're taking some time and we're
actually memorializing what we've learned. Critical for us is to just take a look at the world, take
a minute to breathe, celebrate, but also then let's do the postmortem. What did work? What didn't
work? We learned a lot about interdependence. We learned a lot about complexity and in
complexity, it's how things work together.” The ability of a leader and leadership team to
consciously decide to look back and learning sets the stage for further development and
strengthening. The data gathered exhibits solid alignment with strong structuration (Stones,
2005), past & present leadership behaviors (T. Maurer, 2015), and mental habits that support
lifelong learning (Kotter, 2012). The interviewed contributors presented thoughts on life-long
learning as an attribute that is needed when in leadership. “Just don't stop learning; I think as a
leader that's a very critical thing.” Kotter presents the statement that leaders are life-long learners
(Kotter, 2012). Kotter also introduces mental habits that support lifelong learning in Table 4:
risk-taking, humble self-reflection, solicitation of opinions, careful listening, and openness to
new ideas (Kotter, 2012).
I assert that leading resilience in an organization can be recognized through the forward
vision, deep reflection, and developmental efforts of a leader who is seeking to prepare the
organization for effectiveness. Leading an organization is not a sterile process that is adjusted
and modified with the flip of a switch or adjustment of a setting. Effective leading of an
organization requires a significant commitment from the leader to embrace the dynamics of the
people within the organization; an organizational disruption exacerbates this already complex
process. Leading an organization is a daily activity; daily preparation to be operationally
effective can pay dividends on a daily basis and during a disruption.
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There is an existing overlap between the capabilities of an agile organization and a
resilient organization: operational speed & acceleration, scan & anticipate environment,
flexibility in tactics & operations (Baskerville & Pries-Heje, 2021). The similar feed from a
contributor. Iris contributed “We engage special agile activities when we need to exercise
resilience due to a disruption. And how unstoppable can a leader or an organization be if agility
is a daily effort, it is staggering.” The overlap between agility and resilience that is discussed by
Baskerville & Pries-Heje is the process that can drive day-to-day activities in the organization.
These activities are of the nature to not only promote a fast initiation of resilience, but also the
improved operations and operational approach on a daily basis.
Grover contributed “I think the structure, the exoskeleton of the policies and procedures,
if you could use that phrase, was fairly robust. I think what we had to do was, we had augmented
with functions that did not exist. Those were augmentations and enhancements that we had to do,
but base structure existed that allowed us to move fast.” The ideas put forth by Lengnick-Hall et
al. (2011) state that resilient organizations can overcome the challenges and surprises with an
organization that is supported with strong human resources policies and practices. The assertion
is that a developed and accepted set of policies and procedures supported through the human
resources professionals will create a structure for the organization. Human resources activities
are a necessary component of organizational resilience. There is not one element of an entity that
will unilaterally motivate strength and stability (Lengnick-Hall et al., 2011). The policies and
procedures addressed by Lengnick-Hall et al. (2011), works to ensure that the company
exoskeleton is built for strength.
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V.2 Contributions to Practice
Leading resilience will provide a clear path for the development of agility within an
organization. Leadership in practice is the engagement of the structure and agents within an
organization. Ongoing organizational agility, swift support for an organization facing disruption,
and sustainable organizational strength. The leaders will perform day-to-day activities that lead
to agility as a recursive activity, the agility promotes flexibility and will drive resilience when it
is a needed response. This will expand the understanding and functions surrounding structural
stability, organizational performance, and the pursuit of enduring organizational resilience.
The inclusion of the two cycles of strong structuration theory will provide the visual
model for the leader to embrace and share with the leadership team and the remainder of the
organization. Again, establishing the concept of employing guardrails within the operations to
prepare for disruption. The guardrails create a space to continue operations while further
developing a response to the ongoing disruption. The visual representation provided by the
quadripartite cycle will promote clarity and understanding regarding leading resilience and the
duality of structure.
V.3 Limitations
There are limitations in this body of research. First, the research was performed in the
presence of a dominant global disruption, a global pandemic. The pandemic did negatively
impact the participation of volunteers in this research process. There were four participant
candidates that were open to discussions but would not commit to an interview for various
reasons related to the pandemic. Second, the interviews were predominantly held via audio &
video technology; this minimized the ability to have an enhanced discussion that comes with an
in-person environment. Third, all of the volunteering contributors represent organizations that
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fall in a homogenous group, as all contributors represent organizations in the USA. Fourth, the
selection process to discover the informed contributors was focused on experienced leaders that
would be able to provide a multi-directional perspective of successes and failures related to
organizations facing disruptions. Thus, only senior level informants contributed to the findings.
While these limitations do exist in this research study, I was able to compile rigorous and
relevant literature and informed contributors to establish leading resilience as a day-to-day path
for developing organizational agility and resilience.
V.4 Future Research
There is a strong need for future research on leading resilience and organizational
resilience. Future studies could draw a focus on various industries, seeking to understand the
specific impact by sector, manufacturing versus service, durable products versus disposable
products. The geography possibilities are also remarkably interesting for future research; what
are the international and cultural implications, and how is leading resilience received and
overseen in an emerging market. Does the size of an entity create favorable or unfavorable
variations in leading resilience? How does isolation that is the result of a disruption impact a
leader? How does this isolation impact the functionality of a leadership team? These are areas
that can continue to be researched for additional benefit to theory and practice.
The areas of theory and practice will benefit from further research on the leading
resilience through the enhancement of strong structuration theory. Researchers that follow this
path are broadening the research beyond the current scope limitations. Additional research could
provide a closer focus to a specific application within the scope for theorists or the application in
the practitioner world. The research may seek to expand on the improvements brought about
through the day-to-day agility improvements.
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An effort to broaden the scope of data gathered from contributors would be a solid action
toward adding robustness to the findings. The extension of the contributors from only senior
level associates to a scope that includes all levels within the organization would expand the
breadth of experience, perspective and knowledge being included in the research analysis.
Annarelli and Nanino (2016) put together a review that called for active follow-up for
future research focusing on organizational resilience (Annarelli & Nonino, 2016). While this
research offers a model for building a resilient organization through leading resilience through
the enhanced strong structuration theory, we concur with Annarelli and Nanino; there is
undoubtedly more research and work to be completed.

80

VI CONCLUSION
This chapter will conclude the grounded theory research study on leading resilience by
summarizing the significant research findings in relation to the research question and discussing
the value and contributions thereof. The central purpose of this study was to provide
contributions and answer the stated research question.
The stated research question is: How does an organization’s leadership enable its
members to ensure continued performance in the face of an organizational disruption? The
answer to the stated research question is: Leading resilience as a daily component of the
organization’s infrastructure will promote the ongoing agility required to initiate resilient
activities in swift response to a disruption. This method will also provide daily agility that can
promote a new level of operational excellence; the daily agility promotes preparedness for
resilient activities.
To answer the research question, I began with the collecting of applicable literature; the
literature search was across four streams. The literature search streams were 1) leadership, 2)
resilience, 3) disruptions, and 4) strong structuration theory. The data collection process was
through an intensive interview process. The data collected was broken down and compiled in
four themes: 1) organizational culture, 2) leader attributes, 3) individual resilience in the
organization, and 4) organizational resilience development. The informed contributors provided
meaningful thoughts and illustrations during the interview process. The collected data proved to
be very helpful as I arrived at my findings.
The research findings provided clear thoughts on the involvement of trust and integrity in
an organization. Trust and integrity are integral in the culture for an entity to find a level of
ongoing resilience. The main theme here is that the leader must drive resilience effort. If there is

81

no trust the team members will not follow the leader on the path to resilience or recovery in the
event of a disruption. There is also a requirement for leading resilience to be an ongoing, day-today process. The process of leading resilience yields organizational agility which leads to
organizational resilience.
Leading resilience is a new contribution to theory and practice. There is also an
enhancement to strong structuration theory. The development of two cycles of strong
structuration theory; stage one for normal day-to-day and stage two when there is a disruption.
Once the disruption has dissipated the organization moves back to stage one of strong
structuration theory.
There were limitations to the research predominantly from the ongoing pandemic. The
opportunities for future research are strong and exciting. This research topic possesses a richness
of additional opportunity for new study endeavors.
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Appendix B: Resilience Indicators

Indicators of Organizational Resilience (Seville, 2018)
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Appendix C: Interview Protocol
Leading Resilience Research Study: Interview Guide
By Drew Huey
J. Mack College of Business
Georgia State University
OPENING
Thank you for joining me today to discuss leading resilience. Please discuss positions of
leadership held that you have held during your career.
QUESTIONS
1. How does your organization embrace leadership?
2. What involvement do you create for your direct reports that promote leadership
responsibilities spread to various levels through your organization?
a. How are the developmental activities associated with the allocated leadership roles?
b. How does the organization embrace the next level of leadership?

Gleeson (2017), a retired Navy SEAL and author that I have read during my research, set the
stage that disruption and VUCA (volatile, uncertain, complex, ambiguous) environments are now
the norms. Identify various disruptors and the levels of disruption.
1.

What disruptions have you experienced while in a leadership role?

2.

How did different sources of disruption impact the organization?

3.

Were the disruptions protracted?
a.

4.

What was the duration?

What impact was made throughout the organization?
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5.

Was the disruption specific to the organization impacted a specific market, or was it

global?

I would like you to reflect on a disruption you have discussed, and the steps taken to initiate
organizational resiliency in response to the interruption. One of the authors that I have been
reading, Lengnick-Hall et al., presents three themes that underpin developing a capacity for
organizational resilience: 1) HR policies and practices are the bedrock of a firm’s capacity for
resilience, 2) an organizations capacity for resilience is a multilevel attribute from capabilities,
actions, and interactions of employees within the firm, and 3) organizational resilience is an
increasingly necessary competence in firms.
1. What was the initial reaction of the organization that faced a disruption?
a. How many members were able to maintain resilience?
b. How many members gave up and jumped on a path away from the organization?
2. What steps did you take to regain stability and initiate resilience within the organization?
3. What is the established structure of policies and procedures that build a foundation for the
employees to depend on?
4. What is the foundation where the employees find security and a place of safety?
5. What message is relayed and delivered to the employees during the disruption?
a. How is communication maintained and improved during this period?
b. How do the employees indicate that they trust the communicator and the
communicated message?
6. What was the path to reestablished stability during a disruption?
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The path in the future to lead resilience and promote organizational stability while facing a
disruption.
1. How should organizational leaders lead an organization through future disruptions?
a. How is this different from previous efforts and experiences?
2.

What improvements would you recommend for organizational preparedness facing a

future disruption?
3.

How should organizational leaders regularly lead to shortening the reactive time needed

to initiate resilience?
4.

How could organizational leaders increase the number of onboard members and support

an organization with resilience?
5.

How could a leader develop and sustain their trust in their leaders?

What does leading resilience mean to you?
1.

How could leading resilience be beneficial to you or your organization?

2.

How would a leader initiate leading resilience in an organization?
REFLECTIONS

Reflection on each of these terms:
●

Trust

●

Leading

●

Foundational Values

●

Leadership development

●

Leadership deployment

●

Integrity

Thank you for taking the time and contributing to my study on leading resilience.
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Appendix D: Informed Consent
Georgia State University
J. Mack Robinson College of Business
DBA - Research
Informed Consent
Reestablishing Organizational Stability Through Leading Resilience: Avoiding the
Maelstrom of Personal Distress Caused by an Organizational Disruption
Principal Investigator: Dr. Richard Baskerville
Student Principal Investigator: Wallace A. Huey, Jr. (Drew Huey)
Key Information of this Study
This study involves research, and the objective of this study is to answer the following
research question. How does an organization’s leadership enable its members to ensure
continued performance in the face of an organizational disruption? The purpose of this study is
to develop the relationship between leading and resilience within an organization. This process
will develop leading resilience as a path to organizational stability.
Procedures
You are being asked to take part in this research study. If you decide to participate, you
participate via an interview process with a series of semi-structured interview questions. The
Student PI, Drew Huey, will be your dedicated and only interviewer. The interview questions
will be theory-based; the focus will be to gather information.
● The interview timeframe will be a 90-minute session. There could be an
additional 60-minute interview on another day for clarification of data.
● The interviews will be digitally recorded, audio-only. This will allow for proper
recall and application of the gathered information.
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● There are no expected risks or discomforts for you during this process. This very
much like an average day in the office.
● There is no personal benefit for your participation in this research study.
● Your personal information will be maintained in a secured place and a unique
code will be utilized to identify your information. Your comments and specific
identifying information will be held in a secure and confidential environment.
● The digital audio recordings of your interview will be stored in a secure area on
encrypted memory devices.
● Your participation in this research study is completely voluntary. You may step
away at any point for a break or to discontinue the process.
● If you have any questions regarding the research or your subjects’ rights, you may
contact the principal investigators for this research.
o Richard Baskerville – principal investigator
o Wallace A. Huey, Jr. (Drew Huey) - student principal investigator
Given the current pandemic situation, we can conduct our meeting online via an agreedupon video conferencing technology/ service.
Voluntary Participation and Withdrawal
You do not have to be in this study, your participation is voluntary. You may skip
questions or stop participating at any time.
Contact Information
Richard Baskerville

bus: (404) 413-7362 email: baskerville@acm.org

Drew Huey

cell: (678) 628-9523 email: whueyjr1@student.gsu.edu
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Consent
If you are willing to volunteer for this research, we will begin the interview.
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Appendix E: Abbreviations
VUCA

Volatile, Uncertain, Complex, Ambiguous

GDP

Gross Domestic Product

NOAA

National Oceanic and Atmosphere Administration

SST

Strong Structuration Theory

CHOPS

Communications, Honesty, Organization, Persistence, Selflessness

LEAP

Liberal, Exuberant, Agility, Partnership

VUCA

Volatility, Uncertainty, Complexity, Ambiguity
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VITA
Wallace Andrew Huey, Jr.
https://www.linkedin.com/in/drewhuey
EDUCATION
Doctor of Business Administration
J. Mack Robinson College of Business, Georgia State University
Atlanta, Georgia, May 2022
Master of Business Administration
J. Mack Robinson College of Business, Georgia State University
Atlanta, Georgia, May 2012
Bachelor of Business Administration - Management
D. Abbott Turner College of Business, Columbus State University
Columbus, Georgia, June 1988
Dr. Drew Huey is an accomplished executive leader with over 35 years of experience in
conjunction with a focus on accounting and finance in manufacturing concerns. Through his
career, Drew has served in numerous strategic and operational roles to include region president,
vice president, and controller, among others. This experience includes several engagements with
international and domestic organizations. During his career, 20 years have been with
responsibilities for international leadership, reporting, operational exposure and support. The
international scope includes entities in Asia, Europe, and the Americas.
The entities that Drew has been involved with have experienced a multitude of changes
through the years. The organizations have experienced growth and success, initial public
offering, economic struggles, bankruptcy, reorganizations, expansions through acquisition,
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private equity ownership, to mention a few of the environments. The breadth of understanding
and experience creates a solid foundation of knowledge to share with professionals and students
in a learning environment.
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